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A B S T R A C T 
the pft1 ex en 
o r earn zat i or 
erBonne] Management plays a pivotal role :m 
?nt ami productive functioning of an 
•le policies and practices of personnel 
management have a significant bearing on the overall 
development of an enterprise,, In short the level of 
productivity and efficiency of the input of human 
factor gets reflected in the guality of products and 
<:> e i" y i c: e s o i- f e s" e d •ni. er pr i se „ 
c o n n 0 I a L i o r" 
' hi e )::• e r s o ri r< e 1 f u n c 11 o n i n i t s w i d e r' 
r e f e r s to the m u 1 t i d i m e n t i o n a l a c t i v i t i e s 
s u c h as p r o c u r e m e n t , development,- c o m p e n s a t i on y 
1 n teg i-at i. on and iria i Ti t eTIa?) c e o f t hi e pe i"'; onn e 1 „ 'T'h e 
Pe I' viQnne 'i Hax\agefiiex\t i s , thier ef or e , a p p e r t,i.wevit to t,hse 
o v e r a l l g r o w t h , d e v e l o p m e n t and w e l f a r e of an e m p l o y e e 
iiotd"! as a g r o u p and as an i n d i v i d u a l of an enterprise., 
T h e r e Bve two m a j o r f u n c t i o n a l d i m e n s i o n s of F'ersonnel 
M a n a g e m e n t v :i z , m a n age r i a J, f i j n c 'I :i o n s a n d 0 p e i" a t i v e 
f u. n c I :i. ci r I s „ M a n a g e r i a 1 f u. n t; 11 o vi s p e i" t a i n t o p I a n n i n q , 
(•  r g a n i z i n o , d i i- e c t i n g , c. a -• o r d i n a t i n g a I'l d c o n 11- o j. ]. i i-i q , 
whi >~:reAs 01:;>e r a t i n g F u n c t i Qy, s r e 1 a t e t o p r o cu i" emeri t , 
d e v e l o p m e n t c o m p e n s a t i o n and maintenance,, In s u b s t a n c e , 
the P e r s o n n e l M a n a g e m e n t lays c o n s i d e r a b l e s t r e s s u p o n 
a c 0 n 1.1 n u o u s sear' c U o f ] :i iii i t ], e s s i v\ I r i n s i c hi u m a n 
p fJ t P n 11 a 1 s „ T h e d i f f e r e r\ t d i m e n s i o n s o f p e i- s o n n e 1 
BHEL, one of the Public fj Q 1 i c 3, e s a !-i d p r a c: I :i, c: e s o t 
R e c t o r e n t e r p r i s e s d e a l i n g m p o w e r s e c t o r , is t h e 
f 0 c !.i s o f t hi e p r e % e n t s t u d y ,. 
T h e s 1.1 Hi y o f pi"i ys i cal as we 1 1 a s f i r-'!an c i a 1 
P e r f 0 I" m a n c e o f B H E!.... i- e v e a 1 s a n e n c: o u r a g i n g t r- e n d „ 
D u r i n q a q u i n q u e n n i a l periiod, :i » e „ •1990--96. t h e B H E L ' s 
pert o r m a n c e has been spectacular,, The tu r n o v e r s h o w e d 
an i n c <r e a s i ri g t r e n d , t h e p r o t i X, b e f o !" e t a >; a c hi i e y e d 6 0 
per c e n t rise,, An in c r e a s e of 149 percent was w i t n e s s e d 
in e a r n i n g per share (EPS) d u r i n g the period u n d e r 
r e v i e w . In line w i t h this pert orvviance , the covvipany h a s 
also r e eowivvsended an e n h a n c e d d i v i d e n d of EO p e r c e n t on 
t r I e p a 1 d I i p c a p :i. t a 1 o f R s » 2 , 4 4 8 rn i 1 1 i o n i n t hi e yea v 
1996,, 
In thie wake of 11 bra 1 i. sat i on and 
g ]. o b a 11 s a t i o r i .  I r\ d i a , t o d a y v o f f e r s t i'- e m e n d o u s rn a r I-:; e I 
n p p o r tu 111 t i e s „ B H E L , h a v i n g t h e k n o w l e d g e of t h e 
market, is convP o r tabl y positioned to take advantage of 
the opportunity available in the changing market place,, 
During the span of last one year, i„e„ 1996, BHEL has 
been abJe to secure three major power plant equipments 
vis,. Bakreshwar TPS (£ v P-JQ |V|U, ) and Kayamkulum CCPP 
'^ S^ JO Mw) under stiff :i nte rnat i onal covnpet 11 i on and 
Raichur TPS (2 x 210 Mw), which is the first IPP of its 
kind in the publx c sector in the country,, As a result, 
the outstanrtmq orderbook of BHIEL today exceeds 
R s . 1C) V 0 0 0 c; I" o r s ma v k hi i g h e s t e v e r a c h i e v ed so f a r . 
ci e s I':i. t e a c;on t. :i, n u o u s g r o w t hi i ri s a l e s t u i--no v e r „ 
0w 1 ?i Cj 10 ^ :i. n t en s i v e n a t u i- e o f 
H H F I . ' s b u s J n e s s . ava : i 3 a h i 1 i t y o f t h e BdT/372etA. 
t e chin 0 1 o q y i s c r u c :i. a 1 (i e t e i"rn:i.nali t f o r i t s c ori t :i. n u e d 
s u c c e s s , , fiHFi... h a s h a d t h e b e n e f i t o f t h e a v a i l a b i l i t y 
o f c oTi t eiTi pQ r a r y t e c i'lr\ o 1 o q y a c: qu i r ed o v e i- t h e y ea r <;; 
w h : ! c h h a s b e e n s u p p l e m e n t e d b y i n d : i q e n o u s d e v e l o p m e n t a l 
e f f o r t s 10 b e a b 1 e t o w i t h s t a n d c o m p e t i t i. v e p r e s s l i i^ - e s 
i::i u ;i t e c i" e d :! t a t ^  ] y „ W 3 t- hi a s u. b s 'I a !'i t. i. a ]. b u s :i. n e s 5 
p 01 e 111 i a 1 s i n p o we r p 1 ar i t i rn p r 0 v e ni e n t s ,• ITIOd e i" n :i. 2. a t i 0 n 
a n d s e r v i c i n g a r e a S y BHEL :i s g e a r e d t o t a k e a d v a n t a g e 
o f t hi e s e o i:;i 0 c 1-1 u n i t :i. e s „ 
a i:: c e s 
H M i::. h., I S a 1 s 0 p u r s u i v\Q V a I" 1 0 u s 0 p 1.1 o n s o f 
t o new t e c: hi n o 1 o g y t h i- o u g hi a b 1 e n d o f 
o p n n r t u n i t :i e s ] ;i k e t e c h ri o 1 o g y t r a in s f e i" t hi i- o u g hi 
l i c e n c i n g , b u s i n e s s s h a r i n g ,. j o i n t v e n t u r e s a n d o t h e r 
s t i"a t. e g i c |~ a r t n e i- s hi :i. p d e |::.end :i n g u pon ma i" k e t n e e d s a r i d 
r e q i j i r e r n e n t s „ On t h e w h o l e , w i t h e n o r m o u s b u s i n e s s 
o p p o r t u n e t :! PS y BHFL c o n t : i . n u p s t o g r o w a n d i s 
c 0 n t :i. n u ou s ]. y t a k i n g s t e p s t o r e ma :i, r\ t e c hin o 1 o g i c a 11 y 
c o -n t p in p 0 r a r y a r, d i n t e r- n n a t ;i o n a l l y c: o in p e t :i. t :i. v e :i. n 1 i T'I e 
w: i . th m a r k e t n e e d s , g l o b a l l y a s w e l l a s d o m e s t i c a l l y , , 
Thusv the B H E L c o n t r i b u t i o n t o w a r d s I n d i a n 
p c nn om y has be eI'l a p p r e c i af. 1 e s pe c i a 11 y i n t. b e s e c: t, Q r;; 
Ixkp p o w e r . i n d u s t r y . R & D, t e c h n o l o g y . e x p o r t 
prciTiotson and h u m a n r e s G u r r e s development., In t h e s e 
a r e a s the c o m p a n y has c o m p e t e d w i t h the g l o b a l g i a n t s 
1 :i. k e AF:H ,- CiF- C , A J, s t- b o in . MHI an d R a 1 1 s F^  a y e e e t^  c „ 
B!-iEL. D e B n 1 a V1 n g s u b s t a n t ;i. a 
'lan! 
esou r 
SK :! .1 1 
n c .!, u a. e l n sovnie 1 wi en 
•I t i-il-uaes w i t h capab;iJi(. y X-o ujork M/ilh a h i q n 
d e ••! I" e e o t BH r po s e y m o 11 y a t i o i 
i\ ] 0 n C! w ;j t- h t. h e 
i 3.na. J e 11' a ;i. s c i p J, :i. n e 
k n f c I' e a t :i y :i t- y o f i n n o y a t i, y e i. n p i i. t. s . 
X t iia! b e e?•) 0 b s e r y ed f r om t i'l e s t u d y t |-ia t 
H i-i F" j ' f: f:i e r s o n n e ] p n i i c: i e s a n d o r a c t- i c: e s 
• i "1 e 
I- e c r u i t rn e n t, p r o rn o 11 o T) , Ira n s f e r be n e f i t s •,• t r a i n i n g a n d 
d e y p ] npiTient , i n d u s t r i a l w e l f a r e , pay and a l l c w a n c e s v 
a w a r d s an:i x n c e n t i y e s arB c o m m e n s u r a t e w i t h n a t i o n a l 
prnru:im:ic p o l i c y a n d c o n f o r m s to the g l o b a l standards,, 
T h e s t u n y a l s o r e y e a l s that the p e r s o n n e l of B H E L a r e 
s k i ] led d y n a m i c e x p e r i e n c e d and h a r d working,, B H E L ' s 
s c h e m e s p r o g r a m m e s , p l a n s and p o l i c i e s as r e g a r d s t h e 
•i- ;i.ng 1- t r a n 5 - P e r e c r 11 1 I m 8 n I, <; e 1 e c: 11 o n >• p r o in o 11 o n -, i r a i 
• • t. p a n d V a i-1 oiJ s awa i"d s a n d i n c: eii t ;i. v e s h a v e fae e?-i 
tiene t i 
I. a D . 
SUITlll p , 
r 0 T) t i n U O U S 
i-i e r s t' n n e ] . 
turied to the changing needs and times,, io 
t mav be inferred that BHE-:i... has been making 
:i. I-i y e s t rn e n t :i. n t h e d e y e 1 o p iri e n I o f :i. t s 
T h e p 1" e s p n t. s t- u d y :i. s p r erii ;i. s e d on t l"i r e e rria:;. n 
h y p o t hi e is e s s 
( i ) T !-i e BI--if•• I. i s ad h e i" i. rs g t o t I'l e s t. a n d a i" d p s r s o n n e ]. 
|-i 0 J, :i, c ;i e s a n d p r a t; t ;i, c e s i r, a r; c o i" d a n c: e w i t- ii t ri e 
c oiTi I"!ars y ' s A c t "1956 a I'l d i t s s 11 b s e q u e n t aiTieri d\n e n t s „ 
H H F ! ''5 p e r s o n n e l p o l i c i e s a n d p r a c t i c e s h a v e a l s o 
b e e n s t r •;. c 11 y i n 1 i n e w 11 h i h e ?! a 11 o n a 1. p e i" s o n n e 1, 
[•: 0 J 1 c 1 P s i. T! g e n e r a i „ 
< i i ) T h e i n f e r e n c e a n d deducevvient e m e r g i n g o u t of t h e 
a n a 3 y t- ;i c a 1 d i s c u s s i o n 5 o f t hi e p^  y e';; e n t s t u d y 
r e v e a l s t hi a t t hi e B !-l E. L " s p e i'' s o n ri el d e p a r t rri e n t i s 
ITi a t. u r e d e n o u g i'l w i t hi a 1 1 t. h, e r- e g u i ;; i t e 
p a r a p h e r n a l i a a n d t r a p p i n g s to m a k e its p e r s o n n e l 
^•s.t a]] ] eye Is of o r g a n i s a t i o n ) d y n a m i c , 
c: 0 111 pi e t i t i, y e a n d s k i 1 led e n o 11 g I"! t o c o r i 11'' i. b a t e t o 
t h e 0 V p r a 3 1 g i'- ow t hi and d e y e 3^  o prn e n t- o f t. I"i e 
organization in particular and national growth and 
deye 1 npiTient in genera],, Ir^  selection, recruitment 
and training m the company B.fB done on the basis 
o f r u 1 e s a n d i" e q u 1 a't ;i. o n s o f t h e c o m p a n y 5 f-i c I 
•195f. „ T h e BHEJ.., "s p e r s o n n e l departwiBnt hai?. a l l t he 
iTi o d e I" n , c r e a 11 v e a n d :i. n n o y a 11 v e t r a ;i. r'l i n g s y s t e ITI S 
and m e c h a n i s m s , on the j o h as uiell as o u t s i d e the 
.j o b f 0 r ;i. I s p e i" s o n n el at a 1 1 1 e v e 1 s o f t h e 
o roan :i zat-:1 on y the promot-ion p o l i c i e s nf the B H E L ' s 
10 cj a r e f 1 e ;< i b 1 e e n o u. q h t o c* ••;er3.11 sat i s f a c 11 o n t o 
:i t s e III p ] o y e e s „ T l"i e B i- i F: i.. " s p e r s o n n el d e p a i-1 rn e n t i-i a s 
s a t i s f a c: t o i" y p r o v :i. s i o n s t o r i n c e n I i v e s ,• a w a i" d s a n d 
\- e w a I"d s , t r aT'I S f e r b e n e f 11 s ~ ca i" e e r d e v e 1 o p m e n t 
e t c „ BHE;L. ' s pe r s o iin e I d e pa r trnen t !~ias eYI O U g !-i 
prov i s :i oris f o r f e s t i v a l a d v a n c e , c y c l e ad v a n ce,-
y e i-i i c 1 e a r! y a n c: e f o i" i t s e rn p 1 ?:> y e e s s u b j e c t t o t h e 
1' '-'••• t :i- •• !Ti0 n t o f c e r I a i n ern p ], o yrii e n t T. e r ri'i s a n d 
conditions,, The study further reveals that the 
i-iHFb has been revising and upgrading pay scale and 
salary of the employees m line with the national 
\< o 1 i c :i e s „ 
< i i i ) I n t i e wa!•:: e o f J. i be r'a 1 i s a 1 1 oti arid g ] o ba J i sat i on 
of the I n d i a n e c o n o m y , m a n y n e w p l a y e r s at 
national as well as rnte m a t i o rial levels are 
actively entering into the power sector,, This will 
bring about rut throat competiti 
tiusiness „ BHEL , as one of 
s e c 10 )• V Yi 0 J. d s rn o n o p o 1 y i n t i" 
0 ?'i :i, r\ 10 t h i s 
the giants public 
no power sector''s 
r. u s 1 n e s 5 „ B H E: L. , w i t h i t s d y n a in x c p e r s o n I'l e 1 
dp p31' t.iTiei-i t of g :! 0ba 1. s tandai-ri , wou 3 d be a t-o i" chi 
bearer to all the e ;•; :i. s t i n g p u b l i c . private and 
global enter pr:i 5P;-. in the a r e n a of power sector to 
usher into the 21 st century,, H e n c e , it may be 
ron eluded that the BHEi... :i s capable and c o m p e t e n t 
enough to s u r v i v e and compete m the face of 
o 1 o b a J :i, s a 11 o r\ o f i I'i d i a i'l e c o n o ITI y „ 
T lie s tud y l"ias made ce r tain sugge s t i ons f o r 
the overall i m p r o v e m e n t in the F'ersonnel M a n a g e m e n t 
D e p a I" t III e ?i t o f t i'l e B I-I E. L. i n c u 1 c a t i n g t I'l e s p i r i t of 
1 0 y a 11 y a n d a 1 1 e g i a ri c e t o w a r' d s t h e e v. t e r o r i s e y c; r eat i o n 
of a m i c a b l e a t m o s p h e r e of a w a r e n e s s among the e m p l o y e e s 
f\ b!' 111 o V e r a 1 J. f u n c: t- i o n i n g of t. h e e n t e r p r i s e -,• 
a p p r o p r i a t e and proper c o o r d i n a t i o n of the e m p l o y e e s . 
p r o p e r a p p r a :i s a J s y •; t e in o f t h e o e i" s o n n e 1 d e p a r t m e n t ,. 
a p p 11 c a 11 o n o f n e e d -• based 11^- a i n i n q , c r e a t i o I'i o •? 
a p p r o p r i a t e p r omo 11 ona 1 ay enue s , !-e qu i. s 11 e w e l f a r e 
m e a s u r e s >• such a s . medical b e n e f i t . m a t e r n i t y benefit . 
r a r-i t e e n fa c ;i 3 11 y a n d e d u c a t i o n a 1 be n e f i t s ,. 
i n c o r p o r a t i o n of flexible p r o v i s i o n s as r e g a r d s 
transfer poijry and t r a n s p a r e n c y in the reward and 
p u n 1 s !-i m e n t s y s t e m s a r e s o iti e o f t h e i m p o r t a n t 
suggest. :i o n s t o i-" e c: k o n w 11 ri „ 
F ' e r f o r m a n c e A p p r a i s a l S y s t e m (F'AS) :i.s a v i t a l 
1 n s t r u m e TI t i rs d e v e 1 o p :i n g t- h e ;;; i-:; i 11 s i n v e n t o r y . I t 
c o n s i s t s o f s e y p i - a l p a r a m e t e r s , n o r m s a n d m e a s u r e m e n t s 
I. 0 d p ri t. :i f y p o t e n t- :i a 1 h u m a n i n v e n lory.. i i"i e p i" e s e n t 
as made a su g g e s t i o n to adopt these tests and ', U Cl V I"! 
Iripa'}}• {i.remen t- s w:! t n a 1 ,1 n o !'• ms , s t a n d a r d s a nd p a r a m e t e r s 
t o 1 (i P n 11 f y t hi e f;• o t e n t :i. a 1 i n v e n t o r y .. F* e r f o i- m a Ji c e 
A p p r a i s a ] S y s t e m (F*AS) a s suggest.ed to be a d o p t e d by 
B H E L w o u l d a l s o f a c i l i t a t e t he n e c e s s a r y m o d i f ;!. cat i o n s , 
rhaiiqes an i iTi p r 0 V e iii e n t. s ;i. n 11-, 0 roan i zat i onal 
s t r u c t u r' e s y s I e m s •, p r o c: e d u r e s . w o r- k t e c h n o 1 o g y , 
e n V ;j i" o r, m e n t a ] f a c: t- o r- s e t c „ 
C o m p u t e r c u l t u r e :i. s t h e c o m m o n s l o g a n in t h e 
n a m e of e f f i c i e n c y t o d a y f o r e v e r y s o r t of work,, 
('• 0 m pu t e r i n p y o v ;i. d :i n g t i- a i n :i n g t o t hi e p e i" s o n n e 1 i s a f 
pa!' am o u n t i iri po r t ar-i c e „ N u m e r ou s s o f t w a !'• e pa c i<ages ha v e 
be e n d P y P i o ped f o r va!- i e t y o f :i. n n o va t :i. v e t r a i n i TI q 
p r o g r a m m e s u It h a s b e e n s u g g e s t e d in the p r e s e n t s t u d y 
T. hi f i t- t. hi e s p p c", c k a g e s f r o m t hi e d e v e 1 o p e d e c o n o rn i e s s hi o u I d 
be a r r a n g e d to k e e p t he p e r s o n n e l a b r e a s t w i t h 
i n n o v a t i v e t r a i n i n g m o d e l s , m e t h o d s a n d s y s t e m s at 
V a r I 0 u s 1 e v e 1 s o f t hi e o r i"! a n i s a 11 o r'l „ 
•:., a r- e e tra .egy is yet a n o t h e r e m e r g i n g 
s p h e r e w h i c h n e e d s to be a d o p t e d by an e n t e r p r i s e l i k e 
HHFi sppc;ia]ly to i n t e g r a t e t he s e r v i c e s o-i s pe c i a l i st 
;i.n the Personnel Hanagement Department., The career 
.: t ra"(• eCI y i I'i an o r'gan ;i.::-at. :i on i. :i. ke B!-lEL shou Id be so 
evolved as to impart and dessiminate high degree of 
l:nnv;3edge and sk:ills reqiKired at the different levels 
0 f t h e 0 r gan ;i.;:a t i o n . 
1 n e s; s encB . ac Yi lev i ng 1 ong t e rm su c: ce ss i n 
global business environment prevalent m the Indian 
ilia r k B t. :i s d P pend en t- n o t. <:)'n j y on t h e ab i 1 i t y t o pu r su e 
t he ah 1 3 :;. t y t o f o 1 1 ow a we 1 i a r 11 cu 1 at ed d x r e t: t i or'l t o 
enoouragr: VVP,-^. one m the company like BHEL to respond 
'• i u :i c k J V a i ^ >; :i b 1 y t o r!"i a riar,g i ng ma rks 
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P R E F A C E 
0 f all t hi e i n p u t s or re s o u r c e s s u c h a ij m o n e y , m a t e r i a 1 , 
111 a c h i ?T e s . h ti m a n r e s o u r c e s b y f a r a r e c o n side r e d l l-i e m o s t 
\mpo r tan t and d ynami c. o n e s . As a m a 1 1 e r of f ac t, the ve r y 
<-. u c c e s s o f a ti o i- g a n i z a t i o n d e p e n d s u, p o n i t s h u m a n r e s o u r c; e s . 
M o n e y y m a t e r ia 1 and rnach ines be i ng the ine r t- f a c t o r s AVe rio t 
fiDs 5 i. t'' 1 y f e&.5 1 b 1 e to be ef f i c i en11 y m a n a g e d wi t h o u t the 
l i v i n g and d y n a m i c p e r s o n n e l ™ P e r s o n n e l in an e n t e r p r i s e 
fi 0 s 5 e s s i n h e r e n t a b i 1 i t y t o f e e 1 y t. o t h i n I-::, t o c o n c e i v e a n d 
t o p 1 a n . r \\ e r e f o r e a m o n g t h e v a r i o t.i s f ii TT C t i o n a 1 a s p e c t s o f 
in a n a g e m e n t, t. h e P e r s o n n e 1 M a n a g e m e n t o c c u p i e s a s i g n i f i c a n t 
p l a c e in the g r o w t h and d e v e l o p m e n t of an enterprise,, In 
v i e w of the a b o v e i m p o r t a n c e of p e r s o n n e l m a n a g m e n t the 
P r' 8'•":! 8T'f i". •^> !*.:; i • • • T) >A Mi) !•- •  'i .A!•; t' i' V.ij f^^  t-IMI V V a r i t?ii s f • ^  <;;e t '^r, 
i \ n d d ;i m e n s i o n s o f p e r s o n n e 1 p o 1 i r i e s a n d p r a c t i c e s o b t a i n i n g 
i n B H t E L -
1 n d i a , t o d a y , i s a d i f f e r e n t m a r k e t c o m p a r e d t- o w h a t i t 
was in pre - 9 0 s , The a d v e n t of l i b e r a l i s a t i o n in 1991 has 
not only t r a n s f o r m e d the b u s i n e s s e n v i r o n m e n t but a l s o the 
r u1e s t h a t g o v e r n t h e bu s i n e s s . N o w the c o u n t r y ' s 
c 0 111 p e t i t i V e e d g e 1 i e s i n a 1 a r g e s u p p 1 y o f s k i 11 e d m a n p o w e r , 
r e1a t i V e1y 1o w 1a b o u r c o s t, 1a r g e pool o f e n g i n e e r s a n d 
B c i e n t i e s t- s w h o a r e a c k n o w 1 e d g e d a s b einq a m o n g t h e w o r 1 d ' s 
b e s t . In order to face the global o n s l a u g h t ^ the I n d i a n 
r 0 m p a n 1 e s h a v e r e s o r t e d t o t h e p o 1 i c y o f r e s t r u c t u r i n g , 
r e a l i g i n i n g , r e v i t a l i s i n g and r e f o c u s s i n g t h e i r 
r o m p e t e n c i e s . Personnel Management., being the ar t i'.!.'.I. e r y of 
the m a n a q e m e n t of an enterpriser also n e e d s to be 
revat:i. lised and strengthened to come up to the global 
s tandard . Wi tYi cont inued f o cus '' s on co r e bus iness of powe r 
sertor in succ e s s i v e l i b e r a l i s a t i o n packages y Ed-IEL r as a 
d o m i n a n t public sector enter p r i s e , has assumed ever g r e a t e r 
siqni fi cance. 
A g a i n s t this b a c k d r o p , the present study throws light 
on the d i f f e r e n t d i m e n s i o n s of personnel m a n a g e m e n t and 
t h e i r d e v e 1 o p m e n t a 1 v a r i a b 1 e s i ri B H E L. v i s , , p e r f o r' m a n c e 
a p p r a i s a l system, quality c i r c l e , human r e s o u r c e s 
information system, recruitment and training p r o g r a m m e s , 
e m p l o y e e s d e v e l o p m e n t a l schemes ^and physical and f i n a n c i a l 
i n c e n t i v e s t- o t h e e m p 1 o y e e s . 
P r e - v i e w of the study 
r h e p r e s e n t- s t u d y h a s b e e n a r r a n g e d i n t h e f o 11 o w i. n g 
manner s-
S t a t emen t o f p r o b 1 em and c on c e p t u a 1 f r anie w o r k i n c 1 ud i n g 
t h e objective, h y po t h e s i s, s i gn i f i can c e and s c ope o f t h e 
study. 
A n e >; t e n s i v e r e v i e w o f 1 i t e r a t u r e a s r e g a r d s P e r s o n n e 1 
m a n a g e m e n t has also been given to present the study in a 
i 0 q i c a 1 f r a m e w o r k . 
Thf" s t u d y h a s a l s o p r e s e n t e d a c r i t i c a l a n d c o m p a r a t i v e 
s t u d y p e r t a i n i n g to p e r s o n n e l m a n a g e m e n t p r a c t i c e s b e i n g 
p e r s u e d in P r i v a t e S e c t o r a s w e l l a s ;j.n P u b l i c S e c t o r 
e n t e r p r i s e s ,. 
VI 
The study also presents an account of the o r g a n i z a t i o n , 
q r o w t h a n d w o r k i n g o f E* H E i.... 
F'ersonal M a n a g e m e n t practices in B H E L •- F'olicies and 
A p p l i c a t i o n s constitutes the core and focal part of the 
s t u d y . 
Based on the study as framed up a b o v e , c o n c l u s i o n s have 
b e en inferred, an d a c c o r d i n g 1 y s om e p r a gma t i c s u g g e s t, i o n s 
have been offered for overall q u a l i t a t i v e as well as 
q u a n t i t a t i v e i m p rove m e n t s i TI per s o n n e 1 m a n a g e m e n t p r a c t i c e B 
o b t a i n i n g in B H E L in p a r t i c u l a r and p u b l i c s e c t o r 
e n t e i'- p r i s e s i n g e n e r a 1 . 
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CHAPTER ' I 
STATEMENT OF PROBLEM 
AND 
CONCEFTUAL FEAMEWOEK 
CHAPTER - I 
STATEMENT OF PROBLEM AND CONCEPTUAL FRAMEWORK 
Introduction 
This chapter sets the objectives of the study and 
•fo cusses on conceptual t rarru-;wo r!-. 01 \,\n \..J...-J 
Ptatef,.^ nr of problem concerning the study,, It also presents 
the hypotheses, the methodology adopted and the review done 
of the literature available on the subject. 
It is common knowledge that, among all creations of 
earth, man is the supreme gift of God,, Indian culture and 
values affirm and reaffirm the dignity of man,, It is man. 
the individual, who is the centre, the finest and the best 
in the creations of god. "There is nothing greater than 
man",. these were the words of wisdom spoken by Bheeshma to 
Yudhishtra. after the former fell on the tenth day of the 
•1 
battle of Mahabharat , Every human being is a unique spark 
i n |-i i m s e l f ; t h a t s p a r k c 0 n t a i n s ti n s u spec t e d p o t e n t i a 1 i t i e s 
and po s 5 i b i 1 i t i e s „ 
Personnel Management in Organisations 
Every organization, whether a business enterprise or 
non-business organisation, has certain specific objectives „ 
Bhagwat Jha Azad: Inaugural address at the Annua: 
Conference of National Institute of Personnel 
Managemen t. h e 1 d on Ag 1-a . (Mar ch . 1993 ) „ 
Kr ishnaswamy. 0„R„., "Human Resources Management and 
Industrial Relations". Rainbow Pub, Coimb^^torp. •19,»i7.. 
P---U 
Manaqement is a process which accomplishes such objectives 
by CO ordinaling human and non-human resources . The various 
inputs like money, m a t e r i a l s , machines and men or human 
r e s 0 u r' c e s are e m p 1 o y e d to achieve those objectives, Of all 
these resources, human resources are the most important and 
dynamic ones. In fact, the success of every organisation 
depends upon its personnel policies. M«rriey ^ mate r ial s and 
machines ^^re inert factors, but human beings with their 
ability to feel, to think, to concteve and to plan are the 
most valuable resources which can not be substituted., It is 
they who have to juduciously employ the other resources i„e„ 
money, materials and machines towards the ac compl ish me'nt of 
the organisation's targetted goals,. In every formal 
organization there arises informal organization. The 
r o n s t i t \ i e n I g r o u p s o f t h e o r g a n i z a t i o n . 1 i k e a 11 g r o u p s . 
d e v e l o p their own p r a c t i c 4 e s . v a l u e s , n o r m s and social 
r-e 1 at ions as thei r m e m b e r s 1 i ve and wor!-:; t o g e t h e r „ The 
comple;-; networks of social relations and informal status 
structures emerge within groups. Informal o rgan i :::at i ons 
develop in response to the opportunities created and the 
formal organisation constitutes the immediate environment of 
4 
the groups within it . The organisations are social systems 
Singh y„ B.. "Human Resources Development". Rawart 
Pu b1i c a i t o n. J a i pu r. 199S„ p 1„ 
Balu. Peter 
Organization,. 
H. and Scott,. W. Richard. 
A C om pa r at i v e A p p r o a c l-i. 
l-ducational Publishers. New York. •^'yhP., P. 2--8. 
Formal 
I n t e !•! I 
comprised of many inter-related sub-systems , viz. a 
human/so rial sub system, an administrative/structural sub-
system,, An informational / decision making sub system 
emphasises key decisions and their informational needs to 
k e e p t h e s y s t e rri g o i n g .. T h e m a i n c o n c e r n o f 
ec o n o m i c / t e c h n o logical sub-system is on the work to be done 
a n d i t s c o s t e f f e c t i v e n e s s w i t h i n t h e s p e c i f i c goal e o f t hi e 
nr g i M s a t i o n . The i n t e r r e l a t i o n s h i p among the above s u b -
system has been displayed in chart „ "A",. 
CHART~A 
The Interrelated Sub-system of an organization: 
1 A d m i n i s t rat i v e/ 1 
! s t- i" u c t u r a 1 I 
', sub-system 1 
! 1:::.conomi c/ 1 
1 GOALS \ 
I Informati onal 
1 Dec 3 si on-making 
i sub-svstem 
i Human/E5oc ial 1 
1 sub-system 1 
F'ach part of sub-system can effectively interact with 
one another, only when the total system is healthy and 
functioning well,, Therefore, an organization can not afford 
to overemphasise the importance of one sub-system at the 
response of the other. It is with there views in mind that 
~>. Hersav Paul and Blanchard kenneth. H„ , Management 
Organizational Behaviour^ Prentice Hall of India^ New 
Delhi, 1980, P. 7-9„ 
4 
The concept o-
irian! 
we will. discus in the following pages., 
personnel management and the views regarding this irnpoi 
aspect of management. 
Personnel M a n a g e m e n t its D e f i n i t i o n and Concept 
The term ^Personnel M a n a g e m e n t ' is called by d i f f e r e n t 
Viarites. For e x a m p l e , :i n certain public e n t e r p r i s e s in I n d i a , 
it is known as "personnel a d m i n i s t r a t i o n " w h i l e in others it 
:i 5 descri b e d as "labour relations,, labour w e l f a r e , labour 
m a n a g e m e n t " industrial r e l a t i o n s , e m p l o y e e s r e l a t i o n s , human 
r e s 0u r c e s d e y e 1 o pmeii t. ( HRD ) , man powe ,"• maif^ emen t e t c . .1 n 
e s s e n c e , personnel m-anagement is concerned v<>ith proper u s e 
o f t t-i e |-i u m a n f a c t o r i n b u s i n e s s . T o d a y t h e s c i e n c e o f 
p e I'- s o n n e 1 a d m i n i s t r a t i o n e n c o m p a s s e s t h e e n t i r e h u m a n 
aspects of management. 
The personnel function is concerned with the 
pi"0 cu r ement, development, compensat i on , integ i-at i on -and 
maintenance of the personnel of an organization for the 
purpose of contributing towards accomplishment of the 
organisation's major goals of objectives., Therefore 
personnel management is the planning, organizing, directing 
and controlling of the performance of these oparative 
functions „ 
Paul Pigors and Charles A Myers have defined personnel 
administration as a line responsibility and a staff 
function,, It is a basic management responsibility, 
.^ ::.[?!!i-."L,_.!ii„.l''''''^ -'' """'^  ^ ^ P " °^ management in all 
6. Edwin B„ Flippo, Principles of Personnel ManagemneU 
5 
organisations,, Personnel specialists help line managers in 
providing advice, counsel, service and various types of 
control^ tu secure uniform administration of personnel 
policies- designed to achieve organizational objectives -, 
Accord:ing to Michael Jucius. Personnel Management is that 
field of management which has to do with planning. 
organising and controlling various operative functions of 
procuring development, maintaining and utilising a labour 
force in such a way that the objectives for which the 
rompanv is established are attained economically and 
S 9 
effectively ,. Thomas G„ Spates has defined the term of 
personnel administration as a code of the ways of organizing 
and treating individuals at work,- so that they will get the 
9 r e a t e s t. p o s s i b ] e r' e a 1 i z a t i o n o f t l~i e i r i n t r i n s i c a b i. 1 i t i e s . 
thus attaining maxiiTium efficiency for themselves and their 
grou.p and there by giving to the enterprise its determining 
10 
competitive advantage and its optimum result „ K. Swarup . 
Ch3ef Administrative Officer, Integral Coach Factory, 
Perambur, Madras has defined Personnel Management in the 
following words: to a practical man personnel management 
means knitting together the personnel working in an 
'7" Paul Rigors and Charles A Myers. Personnel 
Administration. A point of view and a method P 46., 
Mi chael J.. Jucius. Personnel Management, p 
Bpates./ Thomas. G. An objective scruting of Per^onne 
Hdmnistration,, American Management Association. h 
Vork. Personnel Series Mo„ 7'5. 1944, p., 9 0 n. e w 
10, T he Journal of National Productivitv Council ^NP^) 
August - September. 1961, p„ 641,, 
organization into a high potentiality team. To unite a team 
together and get the best results, there are certain clear 
cut processes of management, which if adopted, will be found 
very useful. These processes which every management in the 
industry must perform are"' planning, organising, building a 
team. and controlling function. The Institute of Personnel 
management (U „ K,. ) has provided us with a good definition of 
Persona] Management "Personnel management is an integral but 
distinctive part of manag!^mentr concerned with people at 
work and their relationships within the enterprise. seeking 
to bring together into effective organisation the men and 
vjomen who staff the enterprise, enabling each to make his 
0 wn b B 51 c 0n t r i bn t i on t o its s u c c e s s, b o t h a s an i n d i v i d u a 1 
and as a member of working group,, It seeks to provide 
relationships within the enterprise that are conducive 
both to effective work and human sat i sf i cait i on" „ This 
definition has also been adopted by the Indian Institute of 
Personnel Management . Lowrance A,. Appley considers 
Personnel Management as the development of People and not 
the direction of things. Management and Personnel 
Administration s.rs one and the same; they should never be 
separated. In essence. broadly speaking Management is 
••jO 
personnel administration. C„l-L Morthcott opines that 
11. Indian Institute of Personnel Management. Personnel 
Management in India, p. 31„ 
12. Article on "Management the simple was". personnp] 
vol. 19 January. 1942?. pp.595-603, 
13. "Personnel Management, principles and 
Isaac Pitman & Sons London. 1958. 
practi ce' b ]. r 
Personnel. Management is an extension of General Management. 
that Df promoting and stimulating every employer to make his 
fullest contribution for the purpose of the business. 
It may be observed that personnel management is that 
part of total management of an organization which 
specifically deals with human resources in respect of their 
procurement, their development in terms of skills, knowledge 
and attitude, and their motivation towards the attainment of 
organizational objectives by creating and maintaining an 
organizational climate conducive to such development,, 
•14 
According to French y "Personnel management is the 
r ecru i tment, se 1 e c t i on , de ve 1 o pmen t , u t i 1 i zat i on o f and. 
accommodation to human resources by organizations» The human 
resources of an organization consist of all individuals 
regardless of their role,- who are engaged in any of the 
o r gan i zat i on's activities". 
This definition states that personnel management is 
planning, co-ordinating and controlling of a network of sub 
processes and facilitating systems pertaining to the 
recruitment, selection, utilization, development of and 
accommodation of human resources. The 5ub--processes comprise 
the most vital aspects of personnel management, leadership, 
justice determination, task specialization, staffing, 
performance appraisal, training and development, 
l!!':!"!!!'.!"; ^^^^'^'^'^^^-^^ bargaining and organization 
•14. French, Wendell, "The Personnel Management Procesi'7 Human F^esources Administratio . Houghton Mifflin' 
Vork, Ilird edition, 1974-p--3„ Net 
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development. According to French "personnpl management is 
a major component of a broader managerial function and has 
roots and branches extending throughout and beyond each 
orqani7ation„ It is a major sub-system of all organization. 
In the opinion of Dunn and Stephens-s . . the personnel 
management is the process of attracting, holding and 
motivating people involving all managers-line and staff™ An 
analysis of this definition will show that personnel 
management is principally concerned with three activitiesv 
attracting people, by offering suitable monetary ^ and non 
monetary rewards, retaining them in the organization by 
;i m p r o v i n g w o r !< e n v :i r o n m e n t e t c . a n d m o t i v a t :i. n g t li e m b y 
f 0 11 0 w i n g p r' o g r e s s i v e p r a c t i c. e s a TI d |-i u m a. n p o 1 i c e s c o n d u c i v e 
to b r i n g a b o u t p e r s o n n e l s a t i s f a c t i o n to the employees., On 
the b a s i s of g i v e n d e f i n i t i o n s , a few b a s i c f a c t s a n d 
r h a r a c t e i" i. s t i c s m a y b e n o t e d a b o u t p e r s o r\ n e 1 ITI a n a g e m e n t „ 
1« P e r s 0 n n e 1 H a n a g e m e n t i s c o n c e r n e d w i t h m a n -a g i n g p e o p 1 e 
at w o r k . S u c h p e o p l e or p e r s o n n e l d o e s not s i m p l y r e f e r to 
"rank and f i l e e m p l o y e e s " or " u n i o n i s e d l a b o u r " but a l s o 
;inc:iudes "higher personnel" and "non-unionised labour". In 
other words, it covers all levels of personnels, includinq 
Mue-collared employees (craftsmen, foremen, operatives and 
labourers), and white collared employees (professional, 
technical and kindred workers, managers, officials and 
.:!!!'!"!!...!!!!:!!• ^  '*"*^  ^"^^''^ workers). The shape and form that 
15„ Ibid/, 
'^'" ;•;^ "'^  J-I^ - and Stephens, E „C „ , "Hanagement of 
Ml, (jraw Hill Book Company, Mew York, 1972.. D--10 p e o p l e " y p--10„ 
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personnel a d m i n i s t r a t i v e a c t i v i t y t a k e s , h o w e v e r , may d i f f e r 
q r e a t l y from company to company^ and to be e f f e c t i v e , it 
mus t be t a i l o r e d to fit the i n d i v i d u a l n e e d s of each 
or gani zat i ori „ 
p . T t i s c Q n c e r n e d w i I h e in p 1 o y e B s •,• b o t- h a s i n d i v i d u. a 1 s 
as well as a g r o u p , the aim being to get better r e s u l t s with 
their c o l l a b o r a t i o n and a c t i v e i n v o l v e m e n t in the 
o r g a n i s a t i o n ' s a c t i v i t i e s i„e. it is a f u n c t i o n or p r o c e s s 
or a c t i v i t y a i d i n g and d i r e c t i n g men and wo m e n in raa;'imi s ing 
t i'i e i r pe r s 0n a 1 c on t r i bu t i o n „ 
P.. ' P e r s o n n e l H a n a g e m e n t is concerned with h e l p i n g the 
e m p l o y e e s to d e v e l o p their p o t e n t i a l i t i e s and c a p a c i t i e s to 
the m a x i m u m possible e;;tent, so that they m a y d e r i v e great 
s a t i s f a c t i o n f r o m t h e i r j o b « T hi i s t a s l-; t a k e s i n t o 
r 0 n 5 i d e r a t i o n f o u r b a s i c e 1 e m e n t s ? n a in e 1 y ,• t he c a p a c i t i e s , 
i n t e r e s t s , o p p o r t u n i t i e s and p e r s o n a l i t i e s of the employees,, 
C a p a c i t i e s ! r e f e r r i n g to those a b i l i t i e s or a t t a i n m e n t s 
inherited or a c q u i r e d that a w o r k e r has and is capable of 
and m u s t to a certain d e g r e e at least e x e r c i s e in his w o r k . 
I n t e r e s t s : not only an indi v i d u a l d e s i r e s and a m b i t i o n s but 
als o his instinctjivG i m p u l s i v e t e n d e n c i e s vague y e a r n i n g s 
and i U - d e f i n e d c r a v i n g s that m a y or m a y not stir him to his 
fullest a c t i o n in p e r f o r m i n g his d u t i e s . 
O p p o r t u n i t i e s : not only o p p o r t u n i t i e s for a d v a n c e m e n t but 
o p p o r t u n i t i e s to e x e r c i s e his capacity and s a t i s f y his 
interests,. 
Personality! The sum total of a worker reaction to his 
•10 
e x p e r i e n c e s and e n v i r o n m e n t , p e r s o n a l i t y is m a n i f e s t by an 
i n d i v i d u a l r e c e p t i o n by o t h e r s . T h e w o r k e r s p e r s o n a l i t y h a s 
q r e a t i n f 1 u e n c e u p o n h i s o p p o r t u n i t i, e s „ 
S i n c e the e m p l o y e e s is both a s o c i a l a nd e c o n o m i c 
e n t i t y , p o s s e s s i n g d i f f e r e n t c h a r a c t e r i s t i c s in v a r i o u s w o r k 
s i t u a t i o n s , t h e r e can be a p e r f e c t a d j u s t m e n t of the w o r k e r 
in h is w o r k u n i t if the w o r k e r p a s s e s s the e x a c t c a p a c i t i e s 
r e q u i r e d for the w o r k , the w o r k s i m i l a r l y a f f o r d s the 
o p p o r t u n i t i e s for e x e r c i s i n g t h e s e c a p a c i t i e s and the 
w o r k e r ' s i n t e r e s t s are g e n e r a l l y s a t i s f i e d in the 
p e r f o r m a n c e of his job., H o w e v e r , a h a p p y c o m b i n a t i o n of the 
fo u r e l e m e n t s a r e s e l d o m a c h i e v e d in a c t u a l p r a c t i c e ? a n d a 
lack of balance forms one of the major causes of waste in 
|-i r 0 d u c t i 0 n „ E' e s t o r i d e a 1 p e r s o TT ri e 1 man a g e m e n t, t h e r e f o r e 
!'• e c o g n i 2 e s t i"i e i n d i v i. d u a 1 d i f f e r e n c e s i n v o 1 v i n g these 
elevnents and tries to eliminate or reduce them, 
4. Since recruitment, selection development and 
utili;?ation of-- and accommodation to people an integral 
part of any organised efforts, personnel management is 
inherent in all organisations. It is not confined to 
industry alone? it is equally useful and effective in 
government departments, military organizations, and non-
profit institutions., It is a major part of the general 
management function and has roots and branches extending 
throughout and beyond each organization,, Therefore, it is 
rightly the central pervasive system of all organisations. 
Personnel management is of a continuous nature, in the 
•M 
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words of George R- Terry . "It can not be turned on and off 
like water from a faucet? it can not be practised only one 
hour each day or one day a ^/eek. Personnel management 
requires constant alertness and awareness of human relations 
and their importance in every day operations,, Personnel 
Management attempts at getting the willing co-operation of 
the people for the attainment of the desired goals,, For work 
can not be effectively performed in isolation without the 
Pr-om01. i on arid de ve 1 o pITIent of an es p r i t de co r- ps „ 
Taking the above characteristics into c o n s i d e r a t i o n , it 
may be observed that personnel management is an a p p r o a c h , a 
point of view? a new technique of thinking and a philosphy 
of m a n a g e m e n t , which is concerned not only with managing 
people, but also with solving the human problems of an 
organi ;r^ at• ion intelligently and equitably, and in a manner 
w h i c i-'i e n s u r e s t h a t e m p 1 o y e e s |:i o t e n t i a 1 is p i" o p e i" 1 v 
d e V e 1 o p e d , t. |-i va t m a ;•; i m u m s a t i s f a c t i o n i s d e s i r e d b y t h e in f r o m 
t !"i e i r w o r i::, t t'l a t o b j e c t i v e s o f t h e o r g an i z a t i o n s a r e 
achieved and that good human relations are maintained within 
the o r g a n i z a t i o n . 
Personnel management can be of full value to an 
organization only when it is consistently thought out and 
a p p 1 i e d a t a 11 1 e v e 1 s a n d t o a 11 m a n a g e rn e ri t f u n c t i o n s , i i-i 
corporate policies in the s y s t e m s , procedures and in 
employment practicies etc. this integrative aspect of 
personnel management is, therefore, of vital importance,. 
17. T e r r y , George R „ , "Principles of M a n a g e m e n t " , Richard 
D . I r w i n , U1 i n o i s , Pi o m e w o o d , 19 7 0 . 
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Historical Perspective 
Evolution of Personnel Management in United Kingdom 
In the United Kingdom, personnel administration has its 
origin in the concept of labour welfare as propounded and 
practised by some of the enlightened entrepreneurs, viz. 
Watt and Boulton, Robert Owen and B„ Seebohm Rowntree, 
James Watt Junior M796-1848) were the sons of the 
distinguished inventors of steam engines„ They instituted an 
e m p 1 0 y e e s s i c k n e s s be n e f i t s c h em e i n t |-i e i r Scs |-i o F ou n d a r 
(Birmingham) which was run and administered by an elected 
committee of workers,, They also introduced a scheme for the 
development of the e;!e cu t i v es „ Another pioneer in the 
management of people was Robert Owen ( T77T-1S58). Hardly any 
industrialist was interested in his worker's condition on 
the job and off the job in those days. In his address to the 
superintendents of textile concerns; he exharted his fellow--
employees that they should pay as much attention, if not 
more, to the 'animate machines' or workers as they paid to 
the inanimate machines'„ Perhapes he was the first one to 
pioneer this aspect-the management of people. His ideas were 
far ahead of his time,, Though his approach was 
paternalistic, his methods would entitle him to be known as 
the forerunner of personnel management with 'welfare' 
observed as part of it. As he firmly believed that workers 
performance was influenced by his total environment of 
working conditions, just treatment and life outside the job, 
his depth and insight come very near to the modern 
•13 
philosophy of personnel management, B., Seebohm Rowntree 
( ^ 37^-...^954) created a public opinion on the need for labour 
welfare scheme and improvement in indutrial relations., I he 
Industrial Welfare Bcociety, the Hanagement Research Groups; 
and the 0;•; f o i-d L-e c tu r e Conf e r en ces i n U. K „ owe t |-ie i i- o r i g i TI 
and progress to the interest and real of Rowntree, 
Evolution of Personnel Management in U.S.A. 
The term personnel management actually originated in 
U„9.A, and it may properly be called the child of scientific 
management., It received a \;Bry great stimulus from the 
Taylor's scientific man .> ^ ement movement. As one of the 
essential prinicples of scientific management, Taylor" laid 
great stress on scientific selection and systematic training 
and development of the individual worker. H.L„ Gantt, a 
close associate of Taylor, laid a great stress on the human 
element in industry. Alongwith Taylor and Gantt, F"„Glbreth 
and his wife Lillian Gilbreth and Mary Parker Follet were 
interested in the training and development aspects of 
management. The psychological aspects of worker behaviour 
patterns received considerable attention from these pioneers 
of scientific management. One of the most important 
achievements of personnel management in particular and 
management in general was Elton Mayo's Howthorne 
PKperiments, which created a movement the human relations 
movement and a new school of thought Behavioural Sciences 
'•^ •^•hpol which had a far reaching impact on personnel 
management,. These experiments and studies of the pioneers of 
•14 
scientific management assisted a lot in the graduai 
evolution and development of a theory and practice of 
p e r s onn e 1 nianage men t „ 
Origin and Development of Personnel Management in India 
One can trace the origin and development of personnel 
management in India to not a distant past. Personnel 
management has gained gradual recognition with the growing 
:mdustrialization of the country and has become increasingly 
accepted as a comprehensive function embracing all aspects 
of a business. It is said that personnel management 
p r a c t i c e s w e r e p a r 11 y b o r n o u t o f t h e s h e e r n e e d f o r-
fulfilling the statutory requirements of the Factories Act^ 
1948 and later on, the plantations Act, 1951 and the Mines 
A c t- y 1957i r ou t. o f v.>|-i i c i'l w e r- e b o i" n t h e w e 1 f a r e o f f i c e r s t o 
f u1f ill t h e s t a t u t o r y w e1f a r e m e a s u r e s me a n t f o r w o r k e r s i n 
f a c t o r i e s , in p l a n t a t i o n s and in m i n e s h a v i n g a c e r t a i n 
w0 rk-for- ce „ T h e s e we 1 f are of f i ce r s we re 1 ate r on ent r u s t e d 
M n t h other f u n c t i o n s fay their e m p l o y e r s , w h i c h w e n t b e y o n d 
the s t a t u t o r y l i m i t s , all for the sake of p r o v i d i n g 
s p e c i a l i z e d s e r v i c e s to the e m p l o y e e s , and t h u s , t h e s e 
s p e c i a l i z e d staff h a n d l i n g w e l f a r e m a t t e r s , later o n , 
d e v e l o p e d still f u r t h e r to b e c o m e the part and parcel of the 
so-called personnel departments, which concentrated their 
attention on the workers needs and what not. Since 1947, 
there has been a lot of discussion with regard to the 
increasing role of personnel administration in Indian 
industrial sector. A growing amount of attention has been. 
•15 
at- present, devoted to the personnel administration by the 
top managements who have increasingly realised the necessity 
of contribution of labour for successful o p e r a t i o n , and. at 
t i m e s , to the survival of the industrial organisation as 
corollary of scares of factors,, Some of these are growing 
enlightenment of management towards organised labour force 
a n d c o m p e 11 i n g p r e s s u. r e b e i ri g e ;•; e r t e d b y 1 a w s e n a c t e d b y t h e 
Gove rnment„ 
T r u 1 y s peai-^ : i n g . pe i" s oni) e 1 manag en'ien t p r a c t i c e s had 
developed to cope with the practical business needs of the 
e m p 1 o y o r s o n 1 y a f t e r i n d e p e n d e n c e . W i t h t h e g i" o w i n g i m p o r t 
of know-hovv' in the field of I n d u s t r ial i v;at i o n , h u g e 
i n d u s t r i a l c o m p l e x e s had s t a r t e d c o m i n g up in I n d i a ? h e n c e a 
need was also simultaneously felt by the m a n a g e m e n t s of some 
of the m0 r e pr og ras s i ye i ndLJI s t r i es , to i mpo i"t mode rn 
personnel management practices to deal with growing labour 
problems in a more systematic and effective manner,, There 
were other pressing reasons tooy which accelerated the 
growth of modern personnel management practices in India,-
such asv more and more doses of protective labour 
legislation which were gradually injected upon industrial 
u n d e r t a k i n g s and the like. Then there was the increasing 
state intervention in industrial d i s p u t e s . as a third party. 
which was on the increase. Side by side, the trade u n i o n s 
too were growing, m:i. U i t a n t , tough, bargain--minded and out 
to talk reason with employees,. A l s o , a sort o f social 
" ons c 3, ousr \e ss ' o r awa i" en e s s amon g t h e wo r k e r s ., t 0 r-i a V e a 
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biqger share in the economic cake, were some of the other 
pre?.?iing reasons which accelerated the growth of modern 
personnel management,, Practices in India with the growing 
industrial development programme after launching the five 
year plans, there has been increasing awareness of the need 
f 0 r pI-0 V i div\g f ac i 1 i t i es for 11'-ain ing iTT the field of 
personnel administration. Personnel Administration is 
still in its infancy in India., It has virtually a welfare 
origin.. It has roots in the philanthropy of social workers 
and some employees who initiated British Social workers and 
i n d u s t r i a 1 e rri p 1 o y e r s „ 
Human Resources Management (HRM) in the Indian Context 
18 
Kautilya provides a systematic treatment of 
management of human resources as early as 4th century B„C,. 
;i n his treatise titled "Ar tha--Shast ra" „ As it has been 
described i n t hi e t i"i i r d sect i o n o f t h e b o o k ^  t h ere prevailed 
logical procedures and principles in respect of labour 
organizations such as Bhreni or guild system and cooperative 
sector. The wages were paid strictly in terms of quantity 
and quality if work turned out and punishments were imposed 
for unnecessarily delaying the work or spoiling it,, The 
Government used to take active interest in the operation of 
both public and private sector enterprises and provided 
well-enunciated procedures to regulate employer-employee 
1S„ Kautilya, Artha Shatra (translated by Shamsastry, F? „ , ) , 
Mysore, Shri Raghveer Printing Press, •1956„ 
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I" e e :i a t J 0Ti 51-i i p " As harrna 
l u c i d l y p o i n t s o u t . K a u t i l y a 
:9llent d i s c u s s i o n on s t a f f i n g and p e r s Q n n e .1, p r o v i d e s an e;; 
m a n a g e m e n t eiT,bracing j o b d e s c r i p t i o n s . q u a l i f i c a t i o n s for 
j o b s , s e l e c t i o n p r o c e d u r e , e x e c u t i v e d e v e l o p m e n t . i n c e n t i v e 
s y s t e m s ( C a r r o t and S t i c k A p p r o a c h ) and p e r f o r m a n c e 
e V a 1 u. a t i o Ti „ 
Complexities Involved in Personnel Management 
Any factor with so much of importance and significance 
annexed to it. is bound to pose certain compleK problems to 
an or gani zat i on „ Cornpl e;-: i t i tes in F'ersonnel Hanagement arise 
mainly due to the fact that people are essentially self 
20 
managed = In other M^ords. while other resources are managed 
by people. people are managed by themselves. The 
complexities are chiefly the resultant of the varying 
permutations and combinations of various types of human 
resources and human mentality 
T h e c l-ia!• ige s i. n t!"ie e x t e r r i a 1 e n v i r on f f ien t o f ar i 
en t e |- p i'- :i. s e I'i a s a p r o f o u n d :i. rij pa c t on t h e ps r s on11 e 1 .. Th e s e 
i• haTi g e s i n t: 1 ud e t e c: I'in o ] o g j r a 1 o bs o ], e •> t: en *..,::, cu 11 u r a 1 a n d 
s o c i a 1 c h a n q e s . c |-. a TI g e s i n t i'l e p o 1 i c i e s o f t Y; e G o v e r- n in e ri t . 
pojitics and the like., With the result, the work environment 
changes thereby affecting their productivity level,, It is 
often said these peculiarities and changes complicated the -• 
19. Bharma. M,, K „ . Kautilya and Management. Indian 
Hanagement. July 1977. PF^ .3-'9. 
FO, niiver Sheldon. "Philosophy of Management". Pitman. 
London. •192.2, p„S7. 
?1. Rao. M.G,. "Management of Human Assets". Discovery 
Pu b1i s h i n g H ou s e. Mew Delhi. 1993. p„31„ 
•19 
with the Joneses. Yet. there are certain others who see it 
with outright cynicism,, Put since the idea is still evolving 
and taking shape, it is not -Pair to delimit its scope and 
r overage. 
HRD climate is an integral part of the whole 
organizational climate. To understand HRD climate, HRD is 
genera] and in organisational content in particular, should 
be defined, HRD may be defined as activities and processes 
undertaken to promote the intellectual, moral, 
psychological, cultural, social and economic development of 
the individual, so as to achieve the highest human potential 
as a resource for the community. In other words, it means a 
total a]round development of a person so that everyone can 
contribute in the best possible manner to the community and 
t.he nation. 
!~1RD in t.he o r gan :i, zat i oria 1 conte;•;t may be def ined as "a 
process by which the employees of an organization s^re helped 
:i n a continuous and planned manner to develop the 
individuals to realise their potentials as individuals to 
the maximum extent? perform their assigned jobs better? 
handle future roles effectively; maintain a high motivation 
level of employees at all times; strengthen superior-
subordinate relationships and also team spirit amonq 
different work teams? achieve inter-team collaboration, 
climate development and organizational health development. 
HRD In Public Sector 
The HiuTian Resources Development (HRD) movement in 
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public sector is gradually forging ahead« A majority of the 
public sector have set up separate HRD Departments (HRDDs),, 
Within a decade of functioningr HRDDs in some public sector 
have gained certain creditable achievements. The blanket 
criticism of the existing HRD functions as "Ornamental 
Appendages" can not be justified. However, it is true that 
HRDDs functioning in a majority of the public sector is far 
from satisfactory. There are also cases of banks where the 
HRDD discharges personnel administrative funcitons of 
i" e c !'• u i t men t ^  p 1 a c errien t. t r an s f e r , p r omo t i oT\ and t r' a i n i n g „ 
T h e f u n c t i o TI i n g o f t h e H R D D i n c e r t a i n o t h e r p u b 1 i c s e c t o i-
'•"• hou; a t r an s i t i on t owa r d s H R D f un c t i on s . In t h e s e Pu b 1 i c 
E n t e r p r i s e a l o n g w i t h t r a i n i n g , c e r t a i n o t h e r a c t i v i t i e s like 
m a n p o w e r , p l a n n i n g and p e r f o r m a n c e a p p r a i s a l h a v e been 
i n t r o d u c e d . Y e t , a few ot h e r p u b l i c s e c t o r h a v e m a d e r a p i d 
s t r i d e s as far as the i n t r o d u c t i o n of n e w H R D a c t i v i t i e s and 
s u b - s y s t e m s , such as s y s t e m a t i c i n d u c t i o n , q u a l i t y c i r c l e s , 
s t a f f m e e t i n g s are c o n c e r n e d . B e s i d e s i n t r o d u c i n g t h e s e 
s y s t e m s , some p u b l i c s e c t o r h a v e a l s o t a k e n a p p r e c i a b l e 
p f f o r t s in p e r f e c t i n g c e r t a i n s y s t e m like t r a i n i n g and 
p e r f o r m a n c e a p p r a i s a l . N e v e r the l e s s , t h e r e is a 
w i d e s p r e a d f e e l i n g in the p u b l i c s e c t o r like BHEI.., t h a t 
t h e r e arts no s u f f i c i a n t p a y o f f s from the H R D f u n c t i o n s a n d 
the s y s t e m at the o p e r a t i o n a l level 3.r& r e l e g a t e d to the 
level of r i t u a l s , the l i n k a g e s b e t w e e n H R D s y s t e m and o t h e r 
related sub-system in HRtI are also not apparent. 
Hi 
Personnel P o l i c i e s ! Procedures and Programmes 
The riictinnary meaning of "POLICY" is "plan of a c t i o n " 
an.-! that -^plan' is policy. Policy making and planning are 
?A 
t h e r e f o r e , synonymous^ A "policy" says Flippo , is a man 
vrsade rule of predetermined course of action that ie 
established to guide the performance of work toward the 
organisation o b j e c t i v e s . It is a type of standing plan that 
serves to guide subordinates in the execution of their 
t a s k s " . According to Calhoon "Personnel policies 
constitute guide to action. They furnish the general 
standard or basis on which decision ATB reached their 
genesis lies in an organization values^ philosophy, concepts 
and principles",, Policies are statement of the organization-; 
over all purpose and its objectives in the various areas 
with which its operations arB concerned personnel financey 
p r o d u c t i o n , marketing and soon Yoder observes . A policy is 
a predetermined V selected course estab1i shed as a guide 
towards accepted goals and o b j e c t i v e s . They (policies) 
e 51- a b ] is h t h e f r a m e wo r k o f g u i d i n g p r i n c i p 1 e s t h a t 
facilitates delegation to lower levels and permit individual 
managers to select appropriate tactics or p r o g r a m m e s . In 
contrast to these, personnel policies ars those that 
8 4 . Flipov Edvin B „ , "Personnel M a n a g e m e n t " , McGraw Hill 
Kogakusha Co, l...td„, Tokyo, 1976, P.84 
2b. Calhwn, R„, "Personnel Management and Supervision, 
Application, Century Crafts", New York, 19&7, P.21. 
H6. Yoder, Dale, "Personnel Management and Industrial 
relations", Printice Hall of India, Pvt. Ltd., New 
Delhi, 1972, PP.E6 27. 
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individuals have developed to keep Ihern on the track towards 
their personnel objectives. Management policies are 
developed by working organisation to keep them on course 
headed and directed toward their organisational objectives. 
These define the intension of organisation and serve as 
quide lines to give consistancy and continuity to total 
operations,, They provide a base for management by principles 
as contrasted with management by eKpendiency,, He addss 
personnel or labour industrial relations policy provides 
guidelines for a wide variety of employment relationship in 
the organization. These guidelines identify the 
organi2ations intension in recruitment, selection, promotion 
development, compensation, organization, motivative and 
otherwise leading and directing people in the working 
organization., F'ersonnel policies serve as a road map for 
managers 
Thus, personnel policies refer to principles and rules 
of conduct which "formulate, redefine, break into details 
ano decides a numbe r of actions" t hat qo ve rn the 
relationship with employees in attainment of organization 
nbj ectives. 
F'eatures of Personnel Policies! 
"• " '^^' is the key--stone in the arch of management and the 
life blood for successful functioning of the personnel 
management because without these policies, there can not be 
any lasting improvement in labour management relations? 
?7. Voder, Dale, "Personnel Management and Tnduc^tria] 
F^plations", Ibid, PP. 21-ES. 
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P... The statments of intention indicating an agreement to a 
qeneral course of action, indicating specifically what the 
organization propose to do and thus suggest that values and 
view points which dominate the organi^•ation' s action and 
3„ A positive declaration and a command to an organization,, 
They translate and goals of an organization into selected 
routes and provide general guidelines that both prescribe 
and prescribe programmes which;, in turn, dictate practices 
a n d p r o c e d u r e s ., 
A i m s and O b j e c t i v e s of P e r s o n n e l P o l i c i e s 
A managemnts personnel policy should have two types of 
objectives general and specific,. The statement of general 
objectives should express the top managervient' s basic 
philosophy of Human Resources and reflect its deep 
underlying convictions as to the importance of people in an 
organization and of the management activity which deal with 
p e 0 p 1 e r i .. e , p e r s o n n e 1 a d m i n i s t r a I i o n . T !"i e m a n a g e m e n t ITHJ. S 't 
f o r m u l a t e and d e v e l o p a basi c c r e e d , w h i c h s h o u l d c o n t a i n a 
c'l-«^^;*i" cut statement of the company's general objectives of 
the personnel management's, major responsibility. The 
statement of specific objectives should refer to the various 
activities of personnel administration connected with 
staffing, training, administration, motivation of employee 
services and benefits, employee records, labour relations 
and personnel research. Some of important aims of personnel 
policies are stated as below: 
?A 
1„ To e n a b l e an o r g a n i z a t i o n to f u l f i l or carry out the 
m a i n o b j e c t i v e s w h i c h h a v e been laid d o w n as the d e s i r a b l e 
m i n i rn a o f g e n e r a 1 e m p 1 o y m e n t p o 1 i c y; ^ 
p„ To e n s u r e t h a t its e m p l o y e e s a r e i n f o r m e d of t h e s e 
i t e m s of p o l i c y and to s e c u r e t h e i r cO"-ope rat i on for t h e i r 
a t. \ a :i, n m e n t. 
'?-n To provide such conditions of employment and procedures 
as will enable all the employees to develop a sincere sense 
of unity with the enterprise and to carry out their duties 
in the most willing and effective manner,, 
4. To provide an adequate competent and trained personnel 
for all levels and types of management,, 
5„ To protect the common interests of all the parties and 
recognise the role of trade unions in the organizations,, 
6. To provide for a consultative participation by employees 
in the management of an organization and the framing of 
r 0 n d -j t i o n f o r t h i s p a r t i c i p a t i o n w h i c h i-i o w e v e r- . s ii a 11 r\ o t 
t a k e p l a c e in t e c h n i c a l , f i n a n c i a l or t r a d i n g p o l i c y ^ 
7„ T o p r o v i d e an e f f i c i e n t c o n s u l t ! v e s e r v i c e w h i c h a i m at 
c r e a t i n g m u t u a l f a i t h a m o n g t h o s e w ho w o r k in the 
e n t e r p r i s e „ 
(a) By developing management leadership which is bold and 
imaginative and guided by moral values,, 
<b) By effectively delegating the human relations aspects 
o f p e r s o n n e1 f u n c t i o n s t o line man a g e r s„ 
(c) By enforcing discipline on the basis of co--o pe rat i ve 
understanding and a human application of rules and 
regulation and 
H5 
<d) By providing for happy relationship at all levels,, 
8„ To establish the conditions for mutual confidence and 
avoid confusion and misunderstanding between the management 
and the workers by developing suggestions, plans, joint 
management councils work committees etc, and by performance 
a p p r a i s a 1 d i s c u s s i o n „ 
9. To provide an opportunity for growth within the 
organization to persons who are willing to learn and undergo 
training to improve their future prospects., 
10. To provide security of employment to workers so that 
they may not be distract(?d by the uncertainties of their 
future,, 
•11, To provide for the payment of fair and adequate wages 
and salary to workers so that their healthy co-operation may 
be ensured for an efficient working of the undertaking, 
12. To recognise the work and accomplishments of the 
pmployees by offering non-monetory incentives and 
•13. To create a sense of responsibility on the part of 
those in authority, for the claims of employees as human 
beings, who should be guaranted protection of their 
fundamental rights and offered enough scope for developing 
their potential. 
In brief, personnel policies should respect human 
dignity and personnel integrity, ensure fair treatment for 
all, irrespective of caste, creed or colour and offer 
reasonable social and economic security to employees. They 
should be so designed as to ensure that work and 
accomplishment are properly recognised, that safe and 
healthy conditions of work eu-e created, that common 
interests are promoted and employee participation is 
encouraged, that the role of trade unions is recognised and 
their functiuiis and responsibilities are respected, and that 
the employees satisfaction and motivation and their 
development as individuals are properly looked after,. 
Bcotts and others have wery succively described the 
objectives of these policies thuss "Carefully defined 
P e r s o Ti n el policies s e r' v e as a s t a b i 1 i r i n g i n f 1 u e n c e to 
p r e V e n t t I'l e w a s t e o f e n e r g y i n f o 11 o w i n g p r o g r a mm e s no t i n 
harmony vrith the company objectives:, They promote the co-
operation in the organisation as a whole and faster 
initiative particularly at low levels of supervision. 
Policies not only est^Ujlish goals? they also form the basis 
of controls and procedures (so that managers are restricted 
from taking undesirable action or from mishandling 
situation). In substance, they may be thought of as the 
flight plan to be followed in getting from where the 
business is to where it wants to go. Business policies 
serves as a directive in the planning, organization, and 
control of business enterprise". 
Peter Drucker has rightly saids "The management must 
gear its policies and objectives in such a fashion that the 
H8, Scott yalter Dill, Clothier, Robert C„ and Sprigel 
William, "Personnel Management!! Practicies and Point 
View, Tata McGrawHill Pub,, Co.Ltd., M. Delhi.1977 
?9, Drucker, peter, "Practice of Management", Mercury hook^ 
London, 1965, P.14. 
employees perform their work and do their assigned 
ra<=.k5„ It implies a consideration of human beings as a 
resource i.e. as something having Peculiar psychological 
properties, abilities and limitations that require the same 
amount of engineering attention as a property of any other 
resources, i.g. copper. It implies also a consideration of 
the human resources as having, unlike any other resources, 
personality, ritisenship, control over whether they work, 
how much and how well and this requiring motivation, 
participation, satisfaction, incentives, and rewards, 
leadership, status and function,, And it is management, and 
management alone, that can satisfy these requirements,, For 
t iiey must be sat i s f i ed t h r ough wo r k and t h i--ough tl"ie job 
•:;•> iX \\ i n t- li e en t e r p r ;i. s e and mana g emen t i s t. h e a c t i v a t i n g o r g an 
o f t \\ e e n t e r p r i s e " . 
T I'l e R a i s o ri d ' e t- r e f o r f o r m u 1 a t i n g p e i- s o n ti e 1 p o 1 i c y i s 
b a s i c a 11 y t w o P o 1 d " o n e , t o h a v e a f o r m a 1 s t a t e m e n t o n 
c a o p e r- a t e t h i r, |:: i. n g w h i c h w i 11 s e r v e a s a gu i d e 1 i ri e f o r 
action. Two, to establish consistency in the application of 
the policies over the period of time so that each one in the 
organization gets a fair and just treatment. 
Personnel policies need be specifically created because 
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0 f t h e f 0 11 o w i n g r e a s o n s " 
U The basic need and requirements of both an organisation 
and its employees require deep thought. The management is 
30. Beach, Dale S„, "Personnel: The Management of Poeple", 
riaciiillans Collier, Mew York, -1977, PP. 48--49. 
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r e q u i r e d to e K a m i n e t h e b a s i c c o n v i c t i o n s a s w e l l a s g i v e 
full c o n s i d e r a t i o n to p r a c t i c e s in o t h e r o r g a n i s a t i o n s . 
H, E s t a b l i s h e d p o l i c i e s e n s u r e c o n s i s t e n t t r e a t m e n t of a l l 
p e r s o n n e l t h r o u g h o u t an o r g a n i z a t i o n . F a y ou r i 1 i srn a n d 
d i s c r i ni i n a t i on a r e t |-i e r- e b y ni i n i m i s ed „ 
3„ A c e r t a i n t y of a c t i o n is a s s u r e d e v e n t h o u g h t h e t o p 
m a n a g e m e n t personnel may change,, The te n u r e of the o f f i c e 
of any m a n a g e r is finite and limit e d ; but the o r g a n i z a t i o n 
c o n t i n u e s , and a l o n g w i t h it continue the policies? and thi s 
c o n t i n u i t y of po l i c i e s p r o m o t e s s t a b i l i t y in an 
o r gan i sat i on „ 
4„ B e c a u s e they s p e c i f y route t o w a r d s s e l e c t e d g o a l s , 
p o l i c i e s serve as s t a n d a r d s or m e a s u r i n g y e a r d s for 
e v a l u a t i n g performances,. The actual results can be compared 
with the policies to d e t e r m i n e how well the m e m b e r s of an 
n r ga?i i ?at i on ha v e 1 :i. v ed u p t o t h e i r p r o f e s s ed i n t en t i on s „ 
5 . S o u n d p o 1 i c i e s l"i e 1 p t o bu i 1 d e m p 1 o y e e en t h u s i a s m an d 
l o y a l t y . T h i s Js s p e c i a l l y t r u e w h e n t h e y r e f l e c t 
e s t i b a l i s h e d p r i n c i p l e s of f a i r p l a y and j u s t i c e ^ a n d wheri 
t h e y h e l p p e o p l e to g r o w w i t h i n an o r g a n i s a t i o n . 
6. They set patterns of behaviour and permit participants 
of plan with a greater degree of confidence. 
7 . P o l i c i e s a r e " c o n t r o l g u i d e s for d e l e g a t e d d e c i s i o n 
m a k i n g " t h e y s e e k to e n s u r e c o n s i s t e n c y and u n i f o r m i t y in 
d e c i s i o n s on p r o b l e m s " t h a t r e c u r e f r e q u e n t l y a n d u n d e r 
•• i ill i 1 a 1", bu t. n o t i nd en t i c a 1 y c i r' c Li rri s t a n c e s " . 
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Principles of Personnel Policies 
In d e s i g n i n g personnel p o l i c i e s , the m a n a g e m e n t must 
balance the n e e d s , goalsr objectives and values of both the 
employers and the e m p l o y e e s , since these policies are rules 
of conduct, they are based on the following p r i n c i p l e s ^ 
1, Put the right man in the right place by a careful 
selection and placement to make sure that he is p h y s i c a l l y . 
vvsentally and tempe rmental 1 y fit for the job he is expected 
to do and that the new employee may be reasonably expected 
to develop into a desirable e m p l o y e e , so that "there will 
t li e m i n i rnu m n u ITI b e i" o f s q u a r e p e g s i n r o u n d h o 1 e s'' „ 
P. T r a i n e d e v e r y o n e f o r t h e j o b t o b e d o 11 e , s 0 t h a t t h e y 
qualify for better j o b s , so that the i r ac comp1i shment s are 
limited to their a m b i t i o n s and a b i l i t i e s , so that they do 
t h e i i • p r e s e n t w 0 r k v e i- y e f f i c i e n 11 y, 
r?. Make the organization a co ordinated team through a 
proper coordinate and administration of different 
departments and divisions, so that there is a minimum amount 
0f f r i c t i on arid un pr odu c t i v e and unne c e s sa ry wo r k ,, Th i -); 
calls for proper planning and organisation, control and 
direction of the entire organization without destroying the 
initiative of the individual employee. 
4.. Supply the right tools and the right conditions of 
work, for the better the tools, facilities and working 
conditions, the larger the output produced with the same 
human effort as lower costs so that, ultimately, higher 
wages may be paid and more good jobs provided„ 
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5, Give security with opportunity, incentive recognition,. 
Jn order that he may stick to his job, each employee should 
have sound incentives for work, such as fair compensation. 
recognition for results achieved, reasonable, security and 
opportunity and hope for advancement in the organization„ 
f.. Look ahead, plan ahead for more and better things,. 
Superior products should be produced and distributed, and 
these should be attractive and meet the demands of 
customers.. This calls for research and a policy of 
r 0 n t i n u i r, g p r o d \ i c t p 1 a n n i n g a n d d e v e 1 o pm e n t „ 
In b r i e f , t h e p r i n c i p l e s s h o u l d e n s u r e t h a t e q u i t y a n d 
justice are accorded to all the employees? that wages and 
salaries are adequate a7~id fair; that every employee has 
scope for development to the limit of his capacities; that 
fairness is guar an ted in nw?. intaining discipline and that 
these principles are followed,, Without discrimination 
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against any grade of employees 
C h a r a c t e r i s t i c s of P e r s o n n e l P o l i c y 
The main features of the personnel policies are« 
•1. The statement of any policy should be definite, 
positive, clear and easily understood by everyone in the 
organis-ation so that what it proposes to achieve is evident^ 
2- It should be written in order to pressur it against 
3 OSS, to stimulate careful consideration before its 
f o rmu 1 at i 0T'l and to prevent tl-ie promu 1 gat i on of numerous, 
differing and temporary oral policies from multiple sources,. 
31. Mamona C„B., "Personnel Management", Himalaya Publishinn 
House, New Delhi 1990„ 
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3„ It nuiBt be reasonably stable but not rigid, i.e., it 
should be periodically reviewed, evaluated. assessed and 
revised and should, therefore, be in tune with the challange 
of rhanqes in the environment and should have a built in 
resilience for adjustment from time to time.. 
4. It must be supplementary to the over all policy of an 
orqanization for if departmental policy is made such as to 
(•  0 m e i Ti t o c o n f 1 i c t e d v i o 1 e t t. h e c o rri p an y p o 1 i c y , i t v.' o u 1 d b e 
tant amount to in subordination., 
3. It should be consistent with the public policy i ., e „ 
with the spirit rather than the letter of the law, so that 
intentions and settled course of an organisation are 
appreciated in terms of public opinion from the stand point 
of national, economic and social justice for the employees 
and for the coamiunity at large. 
6. It should be generally known to all interested parties,. 
7 , It must have not only the support of the m a n a g e m e n t but 
the c o - o p e r a t i o n of e m p l o y e e s at ship floor level and in the 
0 f F i c e . 
8., B e f o r e evolving such a policy, trade u n i o n s should be 
consulted in m a t t e r s of industrial relations and the role of 
trade u n i o n s should be restricted only to this area„ 
V, It should be p r o g r e s s i v e and enlightened and must be 
consistent with professional practice and philosophy,. 
•10., It must make a m e a s u r a b l e impact which can be e v a l u a t e d 
and qualified for the guidance of all the c o n c e r n e d , 
e s p e c i a l l y in the field of the three Rs of personnel 
m a n a g e m e n t r e c r u i t m e n t retainment and r e t i r e m e n t . 
11„ It should be uniform through out the organization. 
though in the light of local conditions, slight variations 
may be permitted in specific policies relating to staffing. 
compensation, benifits and services,, 
ia., It should have a sound base in appropriate theory and 
should be translatable into practices, terms and 
peculiarities of every department of an enterprise. 
13„ FKcept in rare cases, polices should not prescribe 
detailed procedure Calhoon suggests that such a policy 
being a guide for management decisions, should be include 
these features; 
(a) It should affirm the long ranges purposes of personnel 
relation. At best. such purpose are derived from 
'vva'j throu.ghout principles of philosophy socialogy. and 
e t l"i i c s . T h u 5 . they reflect n a t u r e s o c i a 1 p r i n c i pie o r-
:ideal in human relations, 
(b) It commits management representative at all levels to a 
reaffirmation and reinforcement of this purpose in 
their daily decision and behaviour. 
( (;: ) J t. indicates the scope for discreation when a long term 
purpose is interpreted in a variety of specific 
situation and over a period of time. 
Types of Personnel Policies 
There are various types of policies, 
identifies two types functional or organisational 
of policies and the centralized policies. The functions 
3c!. Jucius. M„. "Personnel Management". PP.73 74. 
3?. 
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grouping of policies are those polices which are grouped for 
different catagories of personnels, e.g., for the management 
dealing with personnel planning, organization and 
controlling for management concerned with functions of 
procuring .and developing and utilising man power,, ^  The 
centralized policies are framed for companies with several 
locations.. They are formulated at the head office and apply 
t. |-i r 0 u g h 0 u t t l"i e o r g a TI i s a t i, o I'i „ 
F'olicies may also classified as major and minor. Major 
policies pertain to the over all objective, procedures and 
control which affect and organisation as a whole. They cover 
in general way nearly every phase of an enterprise and its 
product and method of financing, its organisational 
structure, plant location, its marketing and personnel. 
Statement of the Problems 
The physical resources can not be made productive 
unless the human resources are made responsive to the 
developments. In fact, managing people is concerned with 
methods, techniques and procedures adopted to organise by 
the personnel department of Bharat Heavy Electrical Ltd. and 
direct the man power resources for the acomplishment of 
organizational and social objectives. The efficiency and 
effectiveness of an organization does not depend on one but 
nn multiple factors. The vitality of organization lies in 
the willingness of the individual to co-operate in the 
accomplishment of its goals. The effectiveness of BHEl 's 
personnel department is determined by the degree to which it 
attains its goals and its personnel policies,. The efficiency 
of public enterprise is measured by the amount of resources 
consumed per unit of outputs Generally the output is closely 
related to goals but it is not synonymous with 
organ izat i onal goals . 
On the whole the structuring of an organization 
involves specifying authority. defining lines of 
communication, setting out areas of delegation and this 
helps in operating in relatively placed and fairly well 
defined environment with a fair measure of control. 
T h e r e f 0 r e , i t i s q u i t e o b v i o u s t h a. t t o b e e f f e c t i v e a n d 
successful an organization must have a sound organization 
sI !'• u ctu re wh i cI'l enables s c i ent i f i c d i v i s i on of labou r , c lear 
identification of authority and responsibi1ityy reduction in 
w 0 r k 1 0 a d o f t o p m a n a g e m e n t >• s m o o t h d i. i" e c t i o n a n d. 
rommunicationy effective control and integration, man power 
utilization and innovation and diversification in the face 
of any change in business environments.. On the contrary, a 
poor organizational structure brings poor results, when 
duties and responsibilities are not well defined and 
managers are allowed to hold and delay matters unnecessarily 
and delegation is not effective. The consequences being high 
cost, low efficiency and poor return on investment, it is 
needless to stats that an organization like BHEL needs sound 
p..'. Sonne 1 policies as it operates under highly competitive 
and uncertain atmosphere and it out paces its own technoloov 
and products at very fast rate. 
35 
Keeping these facts in mind an attempt will be made in 
thip thesis to pin point the strengths and weeknesses of the 
present personnel policies and practices of BhEL„ The 
findings of the study may go a long way in making the 
personnel policies and practices of BHEL more effective and 
sound so that it could play a leading role in the 
development of our economy in general and for laying a sound 
foundation for i nf rast ru ctural advancement in particular,, 
Review of Literature 
During the course of this study entitled "Personnel 
Policies and Practices of Bharat Heavy Electricals Limited'^ 
a number of bookSy journals. Research Papers and Articles, 
Periodicals. Annual Reports, Handbooks, Directors Reports, 
Auditors Reports, Personnel Manuals of BHFL etc. have been 
consulted and reviewed., Most of these books and journal are 
r e ] a t e d t o p e r s o n n e 1 m a n a g e ITI e n t o i- H u. m a n R e s o u r c: e s 
Management and their development and depicted the role and 
significance of BHEL in India,, All these have critically 
SKamined the personnel policies and practices of Bharat 
Heavy Electricals Ltd, 
The available literature on the present study has been 
e;;tensevely reviewed in the following paragraphes 5-• 
According to different survays and reports, BHEL has 
been identified as one of the largest manufacturing 
enterprise, of its kind in India. It is listed amongs the 
important manufacturers of power plants equipments in the 
world. BHEL has a growing presence in a variety of areas. 
t o 1-
„q„ pquipriients for transport sectors, for oil. and gasses. 
non conventional energy sources and. for 
t p ] p •'• o miTiu n i c: a t i o n s t c . 
33 
"Management of Huvrian Assets" by M„G„ Rao . threw light 
on the comple;-; j ties of managing human beings in the 
present day organizations. The various aspects of personnel 
management in relation to small scale units operating in 
industrial estates have been presented initially followed by 
theoretical presentation on personnel management different 
aspects of training, organisational development? employee 
participation, etc„ The effects of training and employees 
coordinating activities have also been put to close 
examination,, .It also attempted to find out how to employee--
related activities flourish i. n various o t l"i e r' sect o r s 1 i k e 
urban government, co-operatives, informal sector and small 
scale s e c 10 r s . 
34 
"Human Resources Management EOOO" by P„ Subbarao , has 
presented an analysis of developments in the Human Resources 
Management in a comprehensive form,, .It h-as also attempted to 
1 0 0 k into t h e cur i" e n t trends i n t h e h u m a n r e s o u r c e f u n t; t i. o n 
with a view to outline the future development thai are 
likely to take place in the years ahead„ It has also 
discussed in a lucid manner the topics such as job analysis, 
job evaluation, employee benefits, recruitment and 
33. Rao M.G., "Management of human assest," Discovery 
Publishing House,'New Delhi, 1993,, 
34. Bubbarao, P,, "Human Resources Management (H,.R.M„) 2000 
Discovery", Publishing House, New Delhi, •1992„ 
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r es porssi bi 1 it; 
as 
selection, line staff conflicts, social 
policies alongwith other current topics such 
organisational culture and climate organizational politics, 
organizational effectiveness, followership, participative 
management, dual career problems, quality of work life, 
quality circles and organisational development., 
"Frontiers of , Mangaement Science Training and 
development of executives", by T. Jogaiah is a rigorous 
and an in depth research study of training and development 
of executives in the Indian power sector, the first of its 
kind in the country,, Apart from providing a strong 
theoritical and conceptional foundation on training and 
development of executives, it has covered an exhaustive 
study of the power sector problems and prospectus concerning 
personnel policies and HRD policies and practicies relating 
to executive training and development and institutional 
training network in the power sector» It has embodied the 
r e5u 11 of a pr obe into the ex cut i ve t rain ing afid de ve 1 o pmeti t 
methods, techniques achievements and failures of Andhra 
F^radesh State EEl e ctr i ci ty Board, The views of top, middle 
and lower level executives, executives concerned, the 
training faculty and executives association are also 
i n c o r porated to present a diversified aceount- of their 
assessment of the electricity boards, policies and 
prarti ci e5 in India. 
"Emerging issues in Human Resources management" by 
Jogaiah, T„,"Frontiers of management science training 
and development of ex cecut i ves" , Pr intwel 1 , Jaipur, 1990,, 
38 
36 
Prsmod Verma . a cornpr ehensl v e volume, has attempted to 
present state of the art explanations and experiences on the 
piTiergincj isssues in managing human resources in various 
organi ZviX, ions . 
"Implementing Human Resources Development" by Raj en 
.1 / 
Gupta , a commandatale work is a real reseacrh study. It has 
been undertaken in an action research made to simultaneously 
improve the implementation process and develop theoritical 
understanding about the process of implementation,. Hence it 
has reported on a large HRD programme in a large 
organisation, illustrated interventions which can improve 
the imp]ementation V as well as has examined the relevance of 
e;•; i st i?ig tI'ieo i'' i t i ca 1 know 1 edge „ It has finally pr o posed a 
mode] of Multi level Action Research System (MARS) for 
effectively implementing HRD programmes in large 
o r gani ^ at i ons ,. 
"Excellence through Resources Development" by M„R„R„ 
Nair and T„V. Rao an edited compendium, has contained 
experiences available from 25 organisations,. Tl-lese 
experience has dealt with HRD mechanisms like performance 
appraisals, counselling and review discussions training 
36„ Verma Pramod, "Emerging issues in Human Resources 
Management", Oxford I. B .H. Pub,. Co. Pvt„ Ltd., New 
Delhi , 1992.. 
37. Gupta Rajen, "Implementing H.R.D.", Rawat Publication. 
Jaipur, 1990. 
38. Nair, M.R. and Rao T.V,. ," excellence through H„R„D.", 
Tata Mc Graw Hill Publishing Companv Limited, New 
Delhi, igPO, 
r?.9 
Organization development (0„D„) interventions. career 
nlann:inn and development, j=^ b rotation and role clearity 
e ;•; e r' c i s e s . OG 
"Reading in Human Resources Development" by T.V,. Rao , 
an edited compendium has started with a conceptual framework 
on development and integrated personnel policies and ended 
MJith an account of the research in HRD. It has also focused 
on HRD instruments like performance appraisal, potential 
appraisal counseHing, training and rewards and 
implementation of the same in different organisaitons „ It 
also dealt with HRD in government systems, primarily focused 
on educatioanl system., 
'' M a ri a q e m e n t n f H i \ m a n R e s o u. r c e s i n P u b 1 i c E n t e r p r- i s e'' 
40 
entitled by S. Ravishankar and R,.K. Hishra providing an 
11 nd e r s-1. and i ri g o f t h e s y s t em o f 1-1 „ R . h „ r at h e r t l"i an me r e 1 y t i'l e 
a c t i v i t i e s a s s i g n e d to t h o s e w h o p r o v i d e d v a r i o u s p e r s o n n e l 
s e r v i c e s for e f f e c t i v e p u b l i c e n t e r p r i s e m a n a g e m e n t , , It a l s o 
g a v e a b a l a n c e d and c o m p r e h e n s i v e g r a s h p of the c o n c e p t , 
p r o b l e m , a p p r o a c h e s and s t r a t e g i e s of H R M . 
" H R H in P u b l i c S e c t o r by !i.G„ Ra o ? V „ S „ P „ R^o and P„p„ 
4 1 
Rao , a research study, has analysed various aspects of 
HRM with special reference to the issues concerning human 
39. Rao, T„y.,,"Reading in HRD", Oxford & IBH Publishing Co,, 
Pvt„ Ltd., New Delhi-1991„ 
40,. Ravishankar? S.. , and Mishra; R „ K „ , "Management of H,R„ 
in P.E,.", vision books. New Delhi 1985,, 
41 „ Rao, M„G., Rao, V„S„P, and Rao, P„S„, "H..R„M. in 
public", Himalya Publishing House, Bombay, 1991. 
40 
resources planning, training. HRD industrial relations 
payt i c i pa t i V e man a g management of public enterprises,, 
" P e r s o rt n el P o 1 i c i e s in Indian R a i l w a y s " by M„ 
42 
Gangadhara Rao and P„ Subbarao , based on the empirical 
study, has presented on integrated approach to personnel 
policies in the Indian Railways., It has also provided a 
comprehesive coverage of various aspects such as development 
and utilization of manpower, emoluments-structure and 
trends, employees benifits and services, employees 
organisations, organisaitonal conflicts, consultation and 
ro-operation and operational efficiency during the planning 
e i" a« 
The wo !'• i-:; l^ ias also e;•; p 1 ained the comp 1 e;•; a r e a of 
personnel m a n a g e m e n t , analysed the reasons for the p r o b l e m s 
"\^  
and ! C. <r^  1 vuqqested operational Guidelines for fulher 
improvements with a view to paving way for durable 
harmonious relations in the vast setup of Indian Railways 
organisation with in the framework of a planned economy and 
d en\ocrs.t i c setup,, 
"Personnel Management Developed in Public Enter pri <-es" 
43 
by M.P, Bansal , is a pioneering study in the area of 
personnel management and personnel policies taking Steel 
Huthourity of India Ltd. (SAIL) for study,. It has clearly 
explained the concepts, processes and scope of personnel 
42. Gangadhara Rao„, M„, and Subbarao, P„, "Personnel 
Policies in Indian Railways", Mans Publishing Delhi, 
•1986, 
43„ Pansal M.P„, 
"Personnel Management in Publjr 
Enterprises", R„B„S„A„ Publishers, Jaipur, i??!. 
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management in general and in public sector undertakings in 
India in part:icular. It has also portrayed on the components 
of personnel policies like organizational development, 
training and development performance appraisal, career 
advancement as they are practised m SAIL,, It has also 
suggested a manpower forecasting model apart from offering 
some signifcant suggestions.. 
"Scope of Personnel Hanagement in Public Service" by 
44 
Rantrupt Misra , is an empirical research study of Orissa 
\K t h ' t h B 0 r i t i c a 1 E4^:ation S e r v i c e , this study has dealt w: 
pe r s p e c t i v e s of human resources and ed u c a t i o n and e d u c a t i o n , 
r e c r u i t m e n t , s e l e c t i o n , induction and p l a c e m e n t , t r a i n i n g 
and d e v e l o p m e n t of teaching p e r s o n n e l , their m o t i v a t i o n , 
integration and j o b s a t i s f a c t i o n p e r f o r m a n c e a p p r a i s a l , 
career d e v e l o p m e n t , d i s c i p l i n e and g r i e v a n c e h a n d l i n g . S i n c e 
the research study was operational in n a t u r e , a number of 
sug g e s t i o n s has also been offered on the basis of findings,, 
"Human R e s o u r c e s Deve 1 opment-A case of U„P., E l e c t r o n i c s 
45 
Corporation Ltd. Lucknow" by UuB„ Singh , a research study 
attempted to grasp the intrieacies of HF^ D with two fold 
facets, i,e, training as 'tool of improvement of specific 
skJJls of the non managers'. and development of the 
managers; It has analytically discussed the ways to convert 
the traditional personnel functions to the development 
44„ Santrupt Misra,"Scope of Personnel Hanagement in Public 
Sevice", Mittal Publication, Mew Delh i-199H., 
45, Singh,U,B„"Human Resources Management (A case study of 
D.P-. Electronics Corp,,",Ltd,, Lucknow, F?awat Pub 
Jaipur, 199?. 
m e c h a n i s m s . It has urged upon the need of HRD even before 
the selection of the personnel,, It has also focussed on 
selection and placement, training and development developing 
j o b s , organizational development performance a p p r a i s a l , 
potential appraisal and rewards, counselling and feedback, 
MJorker affairs and industrial relations in UPTRON G r o u p , an 
upcoming public sector enterprise in up and attempted to 
prepare a base for other organizations to march forward and 
i n 11- 0 d u c e t o H R M s y s t e m s u c e s s f u 11 y „ 
''Personnel Management in Commercial B a n k s " by R,K. 
46 
Papru , 'a case study, is an attempted to investigate the 
management problems of C„Bs. in India with special reference 
to the central Bank of India (Chanidgarh Zonal Office) „ It 
has critically reviewed the current concept and methods of 
recruitment and training, eKamined to method of promotion, 
pay structure and other incentives gives to the personnel in 
the Central Bank of India„ It has also analysed the 
disciplinary procedure, problems of Industrial relations in 
the Banking industry in general and identified exact areas 
i" h^f' field of customer services which warrant 
i iTi p r o y e m e n t s „ 
"Personnel Management and Industrial Relations in 
47 
Public Sector" by B. Prabhakar Rao , a case studv has 
descri bed the hi stf xnd evolution; 
-rends of BHEL. 
46., ?^ apru R . K . "Personne 1 Management in General Book'^ "^, Deep 
& D e e p F' u b 1 i c a i t o n , N e w D e 1 h i -• 19 8 7. 
4 7 . Prabhakar R a o , B„ "Personnel Management and Tndustri-il 
Relations in public sector", Mittal Pub„, Mew Delhi--
43 
Bhopal. It has also dealt with recruitment aspects 
pertaining to award staff and supervisory cadre. training 
imparted to the staff since inception of the industry 
functionary of personnel department, service conditions of 
employees, trade unionism in all cadres of BHEL Bhopal and 
finally the industrial relations maintained in the 
Industr ies „ 
48 
"Personnel Management in Banks" by H„N„ F'amesh Kumar 
is the research work on personnel management in co-operative 
control Banks in Andhra Pradesh,, This work while studying 
t. h e t h e o r i t i c a 1 c o n c e p t o f o p r a t i o n s o f p r o c u r e m e TT t a n d 
development aspects of personnel management like 
. recruitment, selection, training and development and 
promotion aspects in relation to CaC„Bs in Andhra Pradesh 
has also discussed on the organizational environment and 
changes,. It has surved changes in the organizational 
structure of CCBs explained the select policies and 
procedure that are solved and extent implementation. It also 
attempted to study the present scenario of the co operative 
training and executive development at various level,, 
"Human Resources Development in Public Sector" hv Anil 
49 
1(,. Khandelwal , a comprehensive guide on HRD in public 
sector, contains case studies of HRD work in public sector 
and HRD experiences, experiments and innovations. It 
48. Ramesh Kumar, "M.M. Personnel Management in Banks", 
Printwell, Jaipur-1994. 
49. Khandelwal Hnil„K. "Human Resources Development in 
public sectors", oxford & I.B„H„ Publishing Co. Pvt 
I td„,New Delhi-19a8. 
44 
encompasses the entire discipline of HRD. vis., HRD concepts 
and framework managerial roles in HRD. HRD me c han i s irr,. HRD 
for certain specified critical groups. HRD e;; pe i" iments, HRD 
rase studies and future scenario of HRD. 
In a report of BHEL entitled Corporat Plan for the 
50 
•1995's , the future prospects of BHEL with targets in power 
generatioT-i and transmission, industry, t raspo r tat i on , o i 1 gas 
s e r V i c e s , d e f e T'S c e bu s i ti e s s ar? d i n t e r n a t i o n a 1 o p e r a t i. o n s I'ia s 
b e e n q i v e n „ It a l s o g i v e s a f u n c t i o n a l plan r e l a t i n g to 
i n v e s t m e n t , t e c h n o l o g y and p e r s o n n e l p o l i c i e s etc.. A r e p o r t 
51 
of B H E L e n t i t l e d f a c t s at a g l a n c e H a r c h ' 1 996 p r o v i d e s 
11"! e d a t a b a s e d i n f o r in a t i o n r- e 1 a t i T'I q t o c^" r- e n t p r o d u c 'I s 
m<:\T)u f a c Iu r ed and su pp 1 i ed by Bl-iE1... o v e r t \\ e last two decades. 
In ten years Digest March' 1996 , the performance of 
PHFl f f e i'- e r i t f r- o n t s l"i as; b e e T'I p i" o v i d e d ,. It a 1 s o c!: 
i n f o r m a t i o n a b o u t f i n a n c i a l p r o f i l e , p r o f i t and l o s s a c c o u n t 
a l o n g w i t h d e t a i l e d i n f o r m a t i o n for the year 1 9 9 0 to 1996,, 
" 53 
Latest Personnel Manual of B\VE1.. gives details 
information about personnel policies and practjcies of PHEL. „ 
General benefits, pay allowancees, employees benefits, 
adwan res to its employees awards and other incentives, which 
is provided by the BHEZL to its employees. 
inual Reports of BHEL M^ 
>4 
larch 1990 to March 19' 
h i q 1-| 1 1 q ^ , t 11-1 P h i ••-. %. •r. i :-. T. n r y 0 |- t |., p ;. ,,. Q ,^, • 
: o r p D r a t P laY i f o r BHFL 1 9 9 5 
and develop m e n t o f H R D D 
51, "Facts at a glance of BHEL March 1996" 
5?,, Ten years Digest of PHEL, March 1996,, 
53 „ PB r s 0nn e 1 Manua 1 o f BHEL. ( cu r r en t i s su e 
54 „ Annual Report of BHEL, 1996,, 
largest input that goes in the public enterprise The level 
of productivity/efficiency of this input gets reflected in 
the quality of product and their service offered by BHEL to 
:its customers, as also in its ultimate growth, productivity 
and profitability. Hence, the BHE::L. today has a great care of 
its personnel policies and its implication in proper form-
As the futurist Jeffrey HaUet says, there is a new 
rule of competition today,, He further says that SO percent 
of what any orgnaization does can be done equally well by 
any other or gan i :E'at i on , because virtually all organizations 
have access to the same information, the some resoruces and 
the same technology. The only basis left upon which 
organization can compete is the other 20 percent and that 
other ?0 percent is the people factor-how well the 
organization utilize its human resources compared to its 
competitors. Whether it is the development of new products 
or new processes or new systems or new practicies, the 
people :i n public sector holds the key., The installation of 
machines and new gadgets by itself will not contribute much 
unless the people who have to work with them decide to make 
it a success. For markets to become more efficient and more 
sophisticated, all resources must he put to good use and 
would emphatically include people. For, as John F. Kennedy 
observed "man is still the most extra ordinary computer of 
Scope of the study 
There are very few empirical studies on personnel 
4" 
m a n a g e m e n t . or human resources m a n a g a m e n t and w h a t e v e r 
^^noradic researche<^ have been conducted, they tend to be 
survey researches dwelling at length, the p e r c e p t i o n s , of 
employees and are u n d e r t a k e n mostly by personnel staff of 
those companies„ Very few researchers outside the corporate 
viianagement have attempted to study the personnel m a n a g e m e n t 
v a r i a b l e s . Unlike the previous s t u d i e s , the present study is 
an empi r i ca 1 s t.udy •:i•• d her\ ce , the f o cus i s on th e hit \-\e r t o 
neglected use of personnel m a n a g e m e n t human resources 
m a n a g e m e n t and the :i r de ve 1 o pment variables in the earlier 
s t u d i e s , v i s . , performance appraisal system, guality 
c i r c l e s , Human R e s o u r c e s information system and impact of 
com p u t e r i s a t i o n on changing work t e c h n o l o g y and work 
culture,. The present research study is conducted, with a 
foe u s 0 i-i p e r 5 o n n el p o 1 i c i e s ail d p r a c t i c e s i n pu b 1 i c s e c t o r , 
.like BHFL in Ind i a , by an independent and outside m a n a g e m e n t 
researcher and h e n c e , devoid of any b i a s . 
n b j e c t i v e s of the s t u d y 
The following i:a-e the objectives of the present 
i" e 5 ea r c fi s tud y s 
•1. To study the m u l t i f a r i o u s functions of the personnel 
m a n a g e m e n t and their relevance in achieving the targeted 
pu b ] i r s e c t o r- s o b j e c t i v e s 1 i k e Bi-iEl...,. 
^" "^ '° ^'^^ °'*^ ^h*^ prevailing Human R e s o u r c e s 
Mechanism/task to assess as to how well H.R„D„ tasks are 
performed and compare to degree of performance in the 
s e 1 e c t ed pu b 1 i c s e c; t- o r 11 k e BHF"L.... 
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3, To study and analyse the organizational structure of 
the BHFL and give certain measures for their improvements. 
4. To look into the weak areas of the BHEL and give 
r e m e d i a 1 ITI e a s a r e s .. 
3. To study allied methods pertaining to the performance 
of personnel department of public sector, like BHEL,. 
^. To study the contribution of BHEL for providing heavy 
Electrical goods in general and in particular towards the 
economic development of India and the world. 
7. To ascertain and compare to extent the conduciveness 
< •. f t. h e p 1" G V a i 1 i n g n e r s o n n e 1 d e p a r t m e n t ' s c 1 i rri a t e i !i B i-l E I..... 
8. To a s s e s s and compare the extent of c o m p e t e n c i e s 
I' I o s vi esse d b y t h e p e r « o n ji el d e p a i" t m e n t s p i- o f e s s i o n a 1 s i ri 
BHEL. 
9. To evaluate and compare the effectiveness of training 
system as well as performance appraisal system as followed 
in BHEL,. 
iO" To study and quality circles. Human Resources 
information system and impact of computerisation on changinq 
work technology and work culture specially in BHEL. 
11. Based on findings to offer suggestions for improvements 
:i n 11-1 e pe r sonne 1 po 1 i c i es syst-err. as applicable to BHEL., 
H y p o t h e s e s 
The present study would substentiate the following 
!'i y p o t h 9 s e s " 
•1. T h a t the B H E L has been s t r i c t l y a d h e r i n g to t h e 
s t a n d a r d p o l i c i e s and p r a c t i c e s as r e g a r d s . O v e r a l l 
g i"owt|-i and de ve 1 o pment. of :i. t s p.e r s o n n e 1 „ 
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2.. That BHIEL'p personnel department is fully equipped with 
all the paraphernalia and trappings (such as training 
nrngrammes both, with in and outside to organization, 
various incentives, personality development programmes, 
quality rirclBv and imbibing total work culture) to 
make its personnel (at all levels of the organization) 
dynarfiic and skilled enough to be competitive, 
f-'f f ecti ve. efficient and productive so that they may 
contribute their utmost might to the growth and 
development of the organi ^-at i on . 
3. That from time to time BHEL's personnel department has 
been bringing about requisite altrations and changes in 
its personnel policies and practices in commensurate 
with the changing and challanging global ambience. 
Methodology 
The work of this thesis is mainly based on the 
secondary sources. Some primary sources have also beer) 
relied upon™ Fssential imformations and necessary data have 
been collected from various secondary sources such as 
journals. periodicals. Annual reports. Director's report. 
Auditor's report. News letters. News papers^ research papers 
and personnel manual of BHEL etc. 
To make the real understanding of the problems of BHEL. 
the researcher I has also visited certain units and head 
office of BHEl 
Framework of the study 
The Yvtudy is analysed and presented in five chapters as 
d e t a i 1 e d b e 1 o w " 
The first chapter deals with the concept of personnel 
m a n a g e m e n t , personnel p o l i c i e s , personnel policies in public 
se c t o !'• ] :i. ke PhiE"I... ;• staternent of pr obisms •,• s i gn i f i can ce o f t l"ie 
study, scope of the study, objective of the study h y p o t h e s e s 
and m e t h o d o l o g y . Personnel m a n a g e m e n t practices in India 
Public sector and Private sector and policies m e c h a n i s m s in 
general are outlined in chapter second,, The Third C h a p t e r 
h i g h l i g h t s the o r g a n i s a t i o n , growth and wo r k i n g of BHEL.. 
Chapter fourth summariges the Personnel M a n a g e m e n t P r a c t i c e s 
as adopting in B H E L , Chapter F-ifth is the concluding chapter 
f>f the study and contains summary of find i n g s and 
sug g e s t i o n s emanating from the present research study.. 
CHAPTER - II 
PERSONNEL MANAGEMENT PRACTICES 
IN INDIA PUBUC SECTOR 
AND 
PRIVATE SECTOR 
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CHAPTER - II 
PERSONNEL MANAGEMENT PRACTICES IN INDIA".-
PRIVATE SECTOR AND PUBLIC SECTOR 
Introduction 
In the preceding chapter an attempts was made to 
prepare the framework of the study pertaining to personnel 
policies and practices being adopted by the public sector 
enterprises with special refrence to BHEL. The previous 
chapter focuses mainly on the statement of the problems 
related to BHEL's personnel policies, comprehensive 
conceptual review of literatures, scope, objectives, 
hypotheses and research methodology. The present chapter 
presents an analytical study as regards the personnel 
management practices in India-public sector vis-a-vis 
P r i V a t e sector. 
Among all the factors of production, man is on the top 
and is considered to be the most invaluable asset, as the 
success or failure of an enterprise, whether industrial or 
business, depends on human element. Man alone is the master 
of other factors of production i.e. money, material, 
machinery and method of production. According to Oliver 
• 1 
Bheldon , "no industry can be rendered efficient so long as 
the basic facts remain unrecognised that it is principally 
human. It is not a mass of machines and technical process, 
but a body of men. 
"^ Housr^WBO^^'p '^*"'-''""*''^  Management, Himalaya Publishing 
Rationate of Personnel Management 
F 1 1 p p 0 a n e m i T'I e n t e c; o ri o m i s t o p i n e s that, " t h e p e r s o n x\ e 1 
f u n c t i o n i s c o n c e r I'l e d w i t h t i-i e p r o c u i- e rn e n t, d e v e 1 o p rn e n t >• 
cornpensat i on V integration and maintenance of the personnel 
of an organization for the purpose of contributing towards 
t. he a c c o rn p 1 i s h m e n t of t h at o r g a n i zat i o n ' s rn a j o i" goal s o i" 
objectives,, Therefore, personnel management is the 
planninciv organizing, directing and controlling of the 
E 
p e I" f 0 r rn a n c e o f t !-i o s e o p e r a t i y e f ti n c t i o r i s u" P i g o r s a n d 
l i y r e s y a l s o h o l d t h e s i m i l a r v i e w as t h e y d e f i n e " p e r s o n n e l 
Adrnin i s t r a t i on as a me thiod o f de ve 1 o p i n g thie p o t e n t :i.a 1 :i. t :i. es 
of employees so that they get rnaximurri satisfaction out of 
their work and give their best efforts to the 
3 
organ ization„" 
Brech views "Personnel Hanagement as that part of 
management process which is primarily concerned with the 
4 
I'i u rn a n c o n':; t i t u e n t s of a n o r q a n i z a t i cj n „ '' 
M . S . J u c i u s c o n s i d e r s " F* e r- s o n n e 1 li a n a g e rn e r\ t a s 
i n d i c a t i v e of the f u n c t i o n a l a s p e c t s of m a n a g e m e n t w h i c h 
p e r t a i n to p l a n n i n g , o r g a n i z i n g and c o n t r o l l i n g v a r i o u s 
o p e r a t i v e a c t i v i t i e s of p r o c u r i n g , d e v e l o p i n g , m a i n t a i n i n g 
and u t i l i z i n g a l a b o u r f o r c e in o r d e r t h a t the o b j e c t i v e a n d 
i I't t e !'• e s I f 0 r w h ;i. t: h t h e c o m p a n y is e s t a b 1 i s h e d a r e a t t a i n e d 
2„ E d w i n , B . F l i p p o , P r i n c i p l e s of P e r s o n n e l M a n a g e m p n t 
P.4 
3, Pigors ii Myres, "Personnel Administration", licGraw 
H :i-11 K o g a k o s h, a I.. t d „ , 196 -I, p „ -i • 1 „ 
4„ Brech, EJ~,L.„, "Principles and Practice of Management", 
Longmans Green & Company,, London, 199E, p„3S„ 
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as effectively and economically as possible and the 
objective^, and interest of all levels of personnel of 
community are served to the highest degree." 
Lawrence Appley, a former president of the American 
Management Association opines personnel management as 
function of guiding human resources into a dynamic 
organization the attains its objectives with a high degree 
of morale and to the tsatisfaction of those concerned. It is 
concerned with getting results through people," He includes 
in the definition of personnel management the wider spectrum 
of activities as that of human development, philosophical, 
6 
psychological, spiritual and physical" . 
Thus, personnel management is related to employees both 
as a gro'in as well as individuals with sole objective of 
getting better results with their collaboration- Secondly, 
the personnel management provides opportunities to the 
employees to develop their potentialities and capacities to 
the full, so that they may derive the greatest satisfaction 
from their work. Thirdly, the management of personnel does 
not simply refer to labour personnel. It covers all level of 
personnel. Fourthly, since recruitment, selection, 
development and utilisation of, an accommodation to, people 
are an integral part of any organized effort, personnel 
management is inherent in all organizations. It is not 
confined^ to industry ©lone, it is egually useful and 
5. Jucius, M.S., Personnel Management, p. £5. 
6. Memoria,C.B., Personnel Management, Himalaya Publishing 
House, 1980, p.5, 
e 
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ffective in government departments, military organization, 
md non-profit institutions. It is ^ major part of the 
qeneral management function and has roots and branches 
extendinq throuqhout and beyond each organization. Finally, 
personnel management attempts at getting the willing co-
coperation of the people for the attainment of the desired 
7 
goals. 
The recognition of human being as a resource has been 
realised since time immemorial. Particularly during the 
3ast two decades, it has become a challenging task to every 
management not only to maintain a content and productive 
work force but also to translate the workers expectations 
of meaningful situation into realities. Needless to say that 
people in an organisation play a very crucial role. Henry 
Ford- The pioneer among management specialists, once said, 
"Take out my buildings, take out my machines and all capital 
8 
but leave my men with me, I will become henry Ford again". 
Sheldon Oliver had also felt the same way. He rightly 
pointed out that "no industry can be rendered efficient so 
.long as the basic fact remains unreconqnised that it is 
principally human, it is not mass of machines and technical 
9 
processes but a body of a man." Thus, if one aims at a 
total organisational effectiveness, one has to seriously 
7. riemoria, C.B., Op. cit,, p.5, 
8, Jayantha Kumar Parida and Ramkanta Jena, "HRD-Concepts 
and Mechanisms", Management of Human Assets, 
<Ed)M.G.Rao, Discovery Pub. House, New Delhi, 1993, p.87. 
9, Sheldon 0:i:iver, Philosophy of Management, p.27, 
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think in terms of those human interventions which make 
people effective in anv organization. Hence, emerqes^ the 
need for HRD, "whose aim is not to create Godman or 
superman, but develop persons as haPpy, fulfilled, 
sensitive, qenerous, authentic and carinq individuals, well 
adjusted to the stress and strains and demand of the 
organisation. " 
Dimensions of Personnel Manaqement 
Personnel Hanaqement consists of two broader categories 
of functions! 
(i) Managerial Dimensions; and 
(ii) Operative Dimensions. 
(i) Managerial Dimensions 
Managerial functions includes planning, orqanising, 
staffing, directing, co-ordinating, reporting and budgeting 
the work of those who are entrusted with the performance of 
operative functions, 
(a) Planninqs Planning is a hard job, for it involves 
the ability to think, to predict, to analyse, and 
to come to decisions, to control the actions of 
its personnel and to cope with a complex. 
(b) OrqanizinqB This function is basically concerned 
with the personnel activities, assiqnment of 
different groups of activities to different 
•10. Prabhakar, Rohit & Panwar, J.S., "Business Environment 
and HRD Practices! Reflection on Linkages in Retrospect 
and Prospect-Paper" presented in Faculty Development 
Beminar on HRD at Department of Commerce, Delhi 
University p. I?. 
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11 
operative functions!-
<1) Procurement-
(2) Development 
(3) Compensation 
(4) Maintenance 
Procurement 
The procurement function pertains to the livinq of 
personnel. The riqht people, in the riqht place, at the 
right time, as to accomplish an organisational goals. This 
function deals with such subjects as the determination of 
manpower requirements, their recruitment, selection and 
placement. 
Development Dimension* 
The development dimensions is concerned with personnel 
development of employee fay increasing their skill through 
training and education so that job performance is properly 
achieved. To develop pre-job and in service trainina 
programmes for operatives. To develop programmes of lectures 
and classes for clerical personnel, holding seminars and 
conferences, providing for educational and vocational 
counselling and appraising employee potential and 
performance are undertaken under this function. 
Compensating Dimensions 
"Compensating function deals with securing adequate and 
eguitable remuneration to personnel for their contribution 
11. Sheeba, Mansoor, "Managerial Performance of ONGC", 
unpublished Ph.D. Thesis, submitted to the Aliaarh 
Muslim university. Aligarh, 1993, p.76. 
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to the attainment of orqanizational objectives. Functions 
related to waae surveys, to formulate waae scale, for each 
job classification, to consider payment of bonus to 
supervisory personnel. It also deals with the establishment 
of job classifications, job descriptions and job analyses, 
merit ratinas, the establishment of waqe rates and waqe 
structure, waqe plans and policies, incentives and profit 
sharinq plans etc." 
Maintenance Dimensions 
"Maintenance dimension deals with maintaininq qood 
workinq conditions and favourable attitudes towards the 
oraanization. To provide for adequate facilities in respect 
of leqal advice, canteen, recreation, first aid etc. To qivcs 
sickness, disability, accident and retirement benefits 
•13 
throuqh insurance and schemes" 
Personnel Manaqement Activities 
Personnel management has a meaninqful bearinqs on the 
overall orqanisational system as it plays a pivotal role in 
improvinq productivity and competitiveness of the 
orqanisation. It also covers the different aspects in 
strateqic planninq, performing, developinq, processina, 
•14 
change agent and enabling 
12. Sheeba, Mansoor, "Managerial Performance of ONGC," op. 
c i t., p.77. 
13. Sheeba, Mansoor, op, cit. p. 78. 
14. Suresh Krishna, "HRD Issues / Opportunities-Top 
Management's Views", Excellence Through HRD (Eds.) 
M.R.R. Nair and T.V. Rao, Tata Mc Graw Hill Publishinq 
Co. Ltd., New Delhi, 1990, pp.SO-24. 
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Personnel Management: Appraisal Criteria 
The development of an employee would imply help to the 
individual through job coaching, counsellinq to guide him 
along the proper path, to encourage him to take up 
responsibilities and challenges, supporting him whenever he 
needs the support, training him to feed some additional 
information, inculcate skills and bring out a change in his 
outlook. In this regard, personnel management is considered 
as the most suitable method of developing individuals in the 
organisation because a cardinal characteristics of 
personnel management, that distinguishes it from other 
branches of personnel management, is its essential inward 
look. It emphasises upon a continuous search of limitless 
intrinsic human potential. These objective of personnel 
management process are facilitated by the different sub-
systems/mechanisms like 
1) Performance Appraisal; 
H) Potential Appraisal and Development; 
3) Feedback and Performance Coaching; 
4) Career Planning and Development; 
5)Training; 
6) Job-rotation; 
7) Organizational Development (OD) or Research and 
Systems Development; 
B) Rewards and Incentives; 
9) Employee Counselling; 
•10) Employee Welfare and Quality of Work life and 
•11) Human Resources Information System. 
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•1) Performance Appraisal 
"One can not do anythinq with what one can not do. One 
can not achieve anythinq with what one does not do. One can 
only build on strenqth. One can only achieve by doinq. 
Appraisal must, therefore, aim first and foremost, at 
15 
brinqinq out what a man can do". Performance refers to the 
deqree of accomplishment of the tasks that makes up 
individual's job and is measured in terms of results. 
Performance appraisal, on the other hand is "a process 
that involves communicatinq to the employee how well 
employees performing their job? it also involves 
•16 
establishinq a plan of improvement". Employee development 
seems to be qettinq increasinqly accepted as an objective of 
performance appraisal in practice. It helps the organisation 
in understanding the difficulties of their employees, 
explorinq their strenqths and weaknesses and also encourages 
the subordinates in shouldering more and more 
responsibilities and challenges by acquiring more 
sophisticated knowledge in the field. 
The chart 2.1 clearly portrays the key elements of 
performance appraisal! 
15. Terry, G.R., "Supervisory Management", Tata Mc Graw 
Hill Co., New Delhi, 1980, p.237. 
16. Brars and Rue, "Instructor's Guide to Personnel 
Management", Tata McGraw Hill Pub. Co. Ltd.,New 
Delhi,1979,p.E. 
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CHART 2.1 
Key Elements of Performance Appraisal 
/ — 
\ j Performance I / 
Human 1 1 Appraisal 1 ! Employee 
Performance! \ / ! Feed bad-
/ \ 
I Performance! 
! measures ! 
Personnel! I Performance related ! ! Employee 
Decisions! ! criteria 1 ! Records 
Source! Davis, Kaith and Newstrom J.W,, Human behaviour at 
work? orqanixational behaviour, McGraw Hill book Co., New 
York, 1985, P.137, 
CHART 2.H 
Objectives of Performance Appraisal System (PAS) 
Allocate ! 
resources I 
/ ^ 
'Reward ! 
!Employees! 
/ s^  
IGive employees! 
!feed back I 
iMaintainl 
1 fairness 1 
\ / 
/ ^ 
I Coach and I 
I d e V e 1 0 p I 
I employees! 
1 Comply with equal ! 
! opportunity requlations! 
Source! Same as chart S.1 [ ^ 
m 
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Chart S.S clearly gives the objectives of Performance 
•17 
Appraisal System (PAS) = 
Performance appraisal of some type is practised in 
ost organizations all over the world. A written assesment 
to which the employee has no chanqe to respond is still 
common in most countries, particularly the developina 
routries. Many studies indicate that this type of appraisal 
serves no purpose. It is time that more orqanizations begin 
to utilise the performance appraisal interview between 
the manager and subordinate, during which the subordinate's 
strenaths and weakness are discussed, concerns are shared 
and the subordinate is given the opportunity to defend or 
improve any deficits in his or her performance. 
A personnel management oriented performance appraisal 
is used as a mechanism for supervisor to understand the 
difficulties of their subordiantes and try to remove these 
difficulties; understand the strength and weakness of their 
subordinates and help the subordinates to realise these 5 
help the subordinates to become aware of their positive 
contributions; encourage subordinates to accept more 
responsibilities and challenges; help subordinates to 
acquire new capabilities; and plan for effective utilisation 
of the talents of subordinates. 
Different methods of appraisals are developed to 
provide fairness, completeness and accuracy of the appraisal 
•17. Davis, Kaith and Newstrom, J .W., "Human Behaviours at 
work; Organisational Behaviour", Mc Graw Hill Book., New 
York, 1985, p.137. 
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process. Traits methods are earlier appraisal methods, in 
which employees are rated on their personality traits, 
attributes and job behaviours. But the latest methods 
include ranking system, rating scales and Management by 
•18 
Objectives (MBO). Other methods like critical incidents, 
check lists, essay methods and assessment centre concepts 
are also used, but not to the extent of those listed 
earlier. 
Chart 2.3 clearly shows the personnel management sub 
systems and the importance of appraisal system! 
CHART S.3 
Appraisal System and Related (H.R.D.) sub-systems 
Corporate 1 
Planning 1 
A 
Career 1 
Planning and! 
Development I 
Personnel Data! 
Bank ! 
Organisational 
Culture & 
Development 
'Succession 
! Planning 
I Performance 
! appraisal 
I system 
Job Rotation! 
transfers 1 
! Counsel ling 
1 Self 
1 Development 
!Training & 
{Development 
I Potential 
!appraisal 
\-" / 
Sources Same as chart 2.1 
From the chart given above, it becomes clear that 
in appraisal system and related sub-system, every 
supervising officer or senior has the responsibility to 
•18. William, J.Kearney, "Performance Appraisal: Which way to 
Go?", MSU Business Topics, Winter, 1977, PP.58-64. 
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ensure the development of his immediate juniors in relation 
to the capabilities required to perform his job effectively. 
For this purpose, a senior officer may sit with his junior 
periodically (at scheduled times if necessary) and discuss 
with him, his performance, communicate to him the 
performance areas that need his attention and jointly set 
targets for themselves till the ne:;t period of discussion. 
The period may be once in three months to once a year. 
The targets are reviewed in the next meeting. The review 
qenerally aims at the senior understanding the difficulties 
of the juniors and identifying his developmental needs. 
Before such review the junior prepares for the discussion 
through self-analysis and self-assessment and the senior 
prepares for it by listing down his observations, 
suggestions and expectations. The junior also does his own 
performance analysis by identifying the factors that have 
contributed to his performance and the factors that have 
hindered his performance. He also identifies the support he 
needs from his seniors or others for doing better in the 
next period. 
Such performance analysis is presented to his senior 
officer during the review meeting. This enables the senior 
officer to know the contributions of his juniors. During 
discussions the senior adds his own list to the factors 
identified by the junior. These discussions help in mutual 
understanding and creating a feeling of security and care in 
every employee. 
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Systematic performance appraisal is of utmost 
significance in orqanizational settings. Obviously, it 
provides hiqhly useful information in much advance of time 
,hich is of qreat assistance in makinq and enforcinq 
discussions reqardinq various personnel aspects such as 
promotion, pay increments, layoffs and transfers. 
Moreover, the information obtained from systematic periodic 
appraisal programmes facilitate the comparison. 
Apart from usual ratings, there is a lot of useful 
information qiven by appraisee and appraiser, which must be 
put to use for human and organi ;sat ional development. The key 
performance areas <KPA5) of the appraisee must be spelt out 
rlearly, depicitinq the level of performance vis-a-vis 
qoals/tarqets set. Unbiased approach of appraisers is also 
an important precondition for creating a development 
orientation of the appraisal system. Reviewing authority 
must take an overall and objective view of all information 
supplied in the appraisal report by the appraiser and 
appraisee, specially the KPAs duly commented by appraiser. 
Personnel managers task should include necessary follow-up, 
develop suitable data from the appraisal reports, pass on 
suaitable information on training needs, manpower planning, 
etc., to concerned sections and heads of departments. A 
personnel data bank must be developed on the basis of annual 
performance appraisal reports of all employees. 
19. Glippo, R.B., "Principles of Personnel Management" 
McGraw Hill Kogakusha Ltd., Tokyo, 1976, p.264. 
66 
2) Potential Appraisal and Development 
In potential appraisal and development system, every 
employee is assessed periodically. Potential appraisal means 
development of talent abilities of an individual. When 
orqanization is expandinq in scales, diversifyinq its 
operations, introducinq chanqes, capabilities to perform new 
roles and responsibilities must continuously be developed 
amonq employees. 
E-very person can not do every job. Some people are 
capable of doing certain jobs better than others. However, 
everyone should be qiven an opportunity to try out what he 
is qood at and discover also his weak points. 
Every year or two, the supervisor of a group of 
employees assesses the potentials of each of them to perform 
different (usually higher level) functions on the basis of 
the supervisor's observations and experiences durinq that 
period. Of course, many supervisors see their sub ordinates 
doinq only those jobs assigned to them« The ideal way to 
judqe a person's potential would be to try the person on 
each job for which his potential is being assessed. This is 
not feasible in most organizations, so simulation activities 
are prepared to provide some information about the potential 
of employees in specific areas. Any employee can request 
such assessment. It should be clear whether or not there is 
a position available in the company to which the employee 
would be transfered or promoted. 
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The system of assigning a particular task/job to 
f^ mployees since their induction does not help the 
organization in utilising the employees talents and ability 
to the fuller extent so also in judging their 
potentialities. The system should make all the employees fit 
for any sort of job/work/situation. In other words^ it would 
convert the individual employee a complete man or a 
developed employee who may cope and adjust with any type of 
change (work situation, technology or other) by fuller 
utili:;ation of his capabilities. The idea behind it is that 
"competence tends to increase and the work interest, 
opportunity to use new ideas and exerting one's effort on 
20 
meaningful directions are enlarged". This system is not 
only an effective motivator but also an excellent developer 
of human power. By doing so, improved attitude towards the 
work may be gained, better leadership enjoyed and new ideas 
adopted to improve the work effort. Personnel management in 
its wider spectrum of activities has the responsibility of 
converting such latent abilities of the individuals into 
action. 
3) Feedback and Performance Coaching 
Knowledge of one's own strengths helps the employee 
become more effective. An employee who knows his strengths 
can choose the situations where his strengths are reguired 
and avoid situations where his weaknesses may create 
problems. This increases the satisfaction of the employee. 
ZO. Terry, G.R., Op.cit., p.180. 
68 
Most often people do not recognize their strengths unless 
someone tells them. The seniors who are observing their 
juniors are in a good position to do so. Wherever 
performance and potential appraisal data are available, 
these are used to give feedback to the juniors. Performance 
helping through periodic discussions and guidance involves 
this task for each senior. 
4) Career Planning and Development 
"Career planning essentially means helping the 
employees to plan their career in terms of their capacities 
21 
within the conte;!t of organizational needs". The personnel 
management philosophy is that people perform better when 
they feel trusted and see meaning in what they are doing. In 
the personnel management system, corporate growth plans are 
not kept secret. Long-range plans for the organization are 
made known to all the employees. Employees are helped to 
prepare for change whenever such change is planned? in fact? 
the employees help to facilitate the change. Major changes 
are discussed at all levels to increase employee 
understanding and commitment. 
Most people want to know the possibilities for their 
own growth and career opportunities. Because managers and 
supervisors have information about the growth plans of the 
company, it is their responsibility to transmit information 
to their subordinates and to assist them in planning their 
careers within the organization. Of course, the plans may 
H1. "Managing Men MSO-2'MGNOU notes on Employee Selection, 
Development and Growth, p.35. 
69 
not become a reality, but all are aware of the possibilities 
and are prepared for them. However, in HRD, the career 
planninq is considered as an aspect of manaqinq people to 
obtain optimal results. 
While career development means the development of the 
qeneral technical and managerial career in the orqanisat ion, 
career planning implies planning of specific career paths of 
the employee in the foreseeable future in the organisation 
vjith the help of the reporting officer. For career planning 
and development purposes^ the employees could be viewed 
under three groups. The first group of employees is the new 
recruits who are generally fresh candidates from educational 
institutions and who look forward to opportunities to 
imporve their technical and managerial skills and develop 
their careers. The second category of employees are those 
who may have spent a long time in the organisation but may 
be Jn the same position for more than six to seven years and 
may posses potentialities. The third category of employees 
f\re those who may have reached a stage beyond which they may 
not be able to progress. Career planning is a slow process 
and should come as a natural part of the organisational 
culture. It can not be avoided in any organisation having a 
HRS. However, it should not be formalised or hurriedly 
introduced as it may give rise to various problems. 
Attention should be? paid to the career development of 
22 
employees on a systematic basis. 
22. Pareek, U,, and Rao, T.V., Op.cit.,p.174, 
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5) Traininq 
Traininq is linked with performance appraisal and 
career development- The success of any development programme 
lies in a number of variables of which traininq is 
considered as important and vital. "It is a process that 
involves the acquisition of skills, rules and attitudes in 
order to increase the effectiveness of employees doinq a 
particular job". Traininq is expected to provide the needful 
to stimulus initiate impulses of chanqe in manaqement and 
will lead to improved efficiency, productivity and 
administrative performance. 
Traininq qives an employee confidence in handling the 
job assigned to him and increases the quantity and quality 
of output throuqh imporved work, methods and skills. 
Employees are trained on the job or outside the job throuqh 
various traininq programmes to enhance, develop and update 
their skills and knowledge. The enterprise on the other 
hand, with trained personnel, can afford to introduce latest 
techniques of cost reduction, resource allocation, material 
or quality control and so on. But unfortunately, some 
organisations were equating traininq with personnel 
management and consequently provide nothing other than 
traininq. This picture no more exists now and changed a lot 
in the field of personnel management. When it was realised 
that the impressive nomenclature given to training suffers 
from common misdirection in achieving its desired objectives 
and fitting an individual into a corporate organisation. 
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since then the work trainina has lost its charisma and ha<r> 
been relabelled only as one of the mechanisms of personnel 
management chart clearly shows the strateqy of employee 
development throuqh trainings 
CHART E.4 
Fmployee Development Strategy Through Training 
JOB 
Present Required 
performance Performance 
Gap Development Needs 
Company Management Training & Development Plan 
Individual In company External 
Training Trainig Courses 
Source! Same as chart E.1 
E3 
As Price observes, a training need exists whenever 
there is a gap between the present performance of an 
employee or group of employees and the desired performance. 
The following formula is suggested to indicate the specific 
training needs. Training Needs = vJob Reguirements 
Employees present job skills. The existence of gap can be 
determined on the basis of a "skills analysis" involving 
five steps as follows: a) analysis and determination of the 
major reguirements of the specific job; b) identification of 
?3. Price,N., "Personnel-Human Resource Management", The 
Principles and Practice of Management (Ed.)Brech, 
E.F.L., Longman Group Ltd., London, 1975, p.572. 
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the tasks needed to be accomplished to meet the job 
requirements; c) understandinq of the procedures needed to 
accomplish each of the job or task? d) analysis of the 
knowledge and skills needed to accomplish the proceduresj e) 
identification of any special problem of the job and 
analysis of any particular skill needed to meet the problem. 
6) Job Rotation 
Job rotation is used to develop the capability of each 
employee to do a number of jobs. This also enables the 
company to test him on a number of jobs and the data are 
used by the individual as well as the orqanisation. It also 
develops total organisational prospectives in the employees. 
In cases where the employees have been found to possess 
certain qualities, but do not have the opportunity to 
develop them, then they may be planned on the basis of 
potential appraisal. The job rotation can aim at qivinq 
opportunities to an individual both to test his potential or 
E4 
to develop his potential. 
7) Orqanizaitonal Development 
Chanqe is must. Change occurs not only in technology, 
marketinq, but also in humen values, attitudes, 
relationship, social system, organisational climate, 
culture, etc. Hence, all are aware and sre concerned with 
change. Changes in values, attitudes, etc., have tremendous 
impact on organization similar to changes in technoloqy and 
marketinq. As such the manaqement has to meet the challenges 
PA. Pareek, U., and Rao, T.V. , Op, cit,, pp. •172-173. 
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of changes. Management can effectively meet these challenges 
through a systametic and planned efforts. Organisational 
development (OD) has emerged to help the planned changes 
for orqani-^ational effectiveness. 
Thus, it is said that the OD is the modern approach to 
?3 
management of change. OD concentrates on people dimensions 
like norms, values, attitudes, relationships, organisational 
climate, etc. 
The OD process is complicated and it takes long time 
for its completion. It takes minimum of one year for 
completion and goes on indefinitely at times. There are 
different approaches to OD process and the typical process 
consists of several steps, vir.., initial diagnosis, data 
collection, data feedback and confronation, action planning 
and problem solving, team building, inter-group development 
and evaluation and follow up. All these steps in the OD 
process should be followed by the orgamization to derive 
full range of OD benefits. 
OD intervention techniques are the methods created by 
OD professionals and others. Single organization or 
consultant can not use all the interventions. They use these 
interventions depending upon the need or requirement. Tho 
most important interventions are surely feedback, process 
consultation, sensitivity training, the managerial grid, 
goal setting and planning team building and MBO. Other 
interventions are job enrichment, changes in organisational 
ptructure and participative management and quality circles. 
?5. Rao, H.G., Op.cit., p.303. 
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Orqanizations having PMS have a System Development Cell 
(SDC) or OD cell. This cell has the objective of 
facilitating the effectiveness and maintaininq the 
ni-qanizational health usinq a variety of mechnisms- This 
cell conducts research periodically to find out the 
psycholoqical health of the organisation. Whenever there is 
a fall in the organisational health in any dimension, 
conferences, seminars and discussions are arranged by the 
SDC or OD cell involving the employees concerned. Efforts 
are made to improve organisational health through action-
oriented plans. Thus, a psychological climate conducive to 
productivity is maintained. They also help any departmental 
or unit in the company having problems. Any department head 
having a problem (absenteeism, low production, conflicts, 
resistance to change) may invite the OD cell for assistance.. 
The OD cell then conducts studies and diagnoses the problem 
and helps the department in tackling the problem. The cell 
also participates in developing systems for the organisation 
like the information system from time to time. When OD 
activities are undertaken they attempt to develop process 
capabilities of employees so that they are able to deal with 
various organisational issues. These process capabilities 
include collaboration, teamwork, problem-solving, conflict 
management diagnostic capabilities, inter-team 
collaboration, designing and implementing self-renewal 
rapabj 1 i t i es . 
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privileges and desired training. Promotions generally ^re 
not considered as rewards because promotion decisions are 
based on appraisal of potential whereas most rewards are 
based on performance. Rewards may be qiven to teams, 
departments and other units within the orqanisation as well 
as to the employees individually. 
9) Employee Counsellinq 
Counselling is a dynamdic process. It is based on the 
relation between two persons, a manager who is providinq 
help or who is counselling and an employee whom such help is 
qiven or who is a counsellee. Counsellinq differs from 
training mainly in its intensity of dynamic relationship and 
its focus on establishing mutuality and confidentially-
Counselling aims at development of the counsellee. 
It helps in the followinq wayss a) to realise the 
inherent potentials as a manager; b) to understand one's own 
strengths and his weaknesses? c) to provide an opportunity 
to acquire more insights into his behaviour and analyse the 
dynamics of such behaviour; d) to have better understanding 
nf the environment; e) to increase one's personal and 
interpersonal effectiveness by giving him feedback about the 
behaviour and also in analysing the interpersonal 
competence; f) to set goals for further improvement; q) to 
generate alternatives for dealing with various problems? h) 
to provide the empathetic atmosphere for his sharing and 
discussing his tensions, conflicts, concerns and problems; 
i) to develop various action plans for further improvement; 
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and j) to review in a non-threateninq way the progress in 
achieving various objectives. CounseUinq would help the 
employees in succeeding the barriers emanating from either 
their ignorance or poor knowledge in the field. On the other 
hand, it helps the employees in designing their action plans 
for their own future development through the outcome of 
their work and improved competency. 
Chart ?..5 presents the dynamic process of counselling. 
CHART 2.5 
The Process of Councelling 
Responding! lEmpathy! 
/ / \ \ / / \ 
iCommunicalioni {Development I 
i isteninqi / \ ,^ 
-- / I He 1 pinq 1 
'.CounseUinq! 
Feedback! 'Mutuality! 
1Influencinql 
— \ / \ [Positive 1 
Identification I I Autonomy! I Reinforcement! 
Sources Same as chart 2.1 
10) Employee Welfare and Quality of Work Life (QWL) 
The conditions under which the workers work and live, 
assume the form of another important factor contributing to 
workers satisfaction or otherwise and consequently the job 
F-atisfartion. In order of priorities it comes next to the 
earnings of a worker In Indian Context. Employees at lower 
.levels in the orgardz«t';ion,i M-Sual 1 y perform relatively 
. - V /T . Hir\_ 
TT.onotonous task and have fewer opportunities for promotion 
or change. This is particularly in the case of developinq 
countries,. In most countries, many employees belonq to trade 
unions. In order to maintain their work commitment and 
motivation, the organisation must provide some welfare 
benefits such as medical insurance, disability insurance and 
holidays and vacations. 
GWL programmes generally focus on the environment 
within the organisation and include basic physical concerns 
such as, heatinq and air conditioning lighting and safety 
precautions; additional physical amenities such as food and 
beveraqe facilities, recreation and aesthetics and 
psychological and motivational factors such as flexible 
working hours, freedom to suqqest chanqes or improvements, 
challenging work B.nd vi^rying degrees of autonomy, 
Accordinq to Udai Pareek, as far as India is concerned 
the term HRD was introduced for the first time in the State 
Bank of India in 197E . It is believed that the concept of 
HRD has not been imported in India. It is a philosophical 
value concept developed by Dr. Udai Pareek and Dr.. T.V. Rao 
S9 
at the Indian Instutute of Management (IIM), Ahmedabad. By 
the late Seventies this professional outlook on HRD spread 
to a few other public sector organisation such as BHEL, 
RAIL, Maruti Udyog Ltd., Indian Airlines and Air-India. 
?8. Unpublished lecture delivered on "Some Issues on HRD" by 
Prof, Udai Pareek in the Deptt. of Business Admin., 
University of Rajasthan, Jaipur, May 1987. 
29. Silveria, D.L., "Human Resource Development", The Indian 
Experience,Newbook Pub., New Delhi, 1987,p.29. 
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Accordinq to him, reward system and employee welfare schemes 
are the hygiene factors neces^^ary for the creation of proper 
environment for inductinq HRD system. Lallen Prasad dealing 
with the Manaqement of Public Enterprises finds manpower 
planning, injection of new blood, promotion of schemes, job 
rotation, job-enrichment and job redsign as a part of HRD, 
M.M. Varadan classified HRD mechanisms into performance 
appraisal, role analysis, OD and QCs. D.L. Silveria, a 
Manaqement Consultant acceptinq the components qiven by T.V, 
Rao adds more to the life; these are manpower planning and 
33 
consultation at work. 
It would be worthwhile to look into the practice of HRD 
in some leading public and private enterprises in India, 
where HRD has been introduced, beofre arriving at a 
conclusion as to appropriate sub-systems of HRD. In the 
State Sector, a large number of undertakings is now 
experimenting the entire HRD system in varying degrees. The 
sub-systems differ and there is no harmony in the 
application of the systems. The State Bank of India (SBI), 
which pioneered the HRD systems in India developed manpower 
planning, performance appraisal, training, QD, career plan 
and research as components of HRD. The BHEL, Bhopal has 
followed the list and has introduced similar schemes in the 
system. However, it has added some more sub-systems, viz.. 
32. Ravi Bhankar, B., and Mishra, R,K., "Strategies of HRD 
in Public Enterprises", <Ed.),Delhi vision 
Books,-1984, p, 17. 
33. Bilveria, D.L., Op.Cit, p.30. 
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potential appraisal, performance feedback and counsellinq, 
job-design, rewards, QCs and HRIS. The HRD model of IOC 
Ltd., initially introduced twelve sub-systems but later on 
jt dropped recruitment, selection and induction and 
participative management from the list. The present 
components of HRD in the IOC Ltd., are corporate planning, 
manpower planning, role analysis, performance appraisal, 
rounsellinq and feedback, succession planning, career 
planning, job rotation, training and human resource data 
hank. Larson and Turbo Ltd., a pioneer of HRD in private 
sector, introduced HRD in 1957 through the sub-systems of 
performance appraisal, career development and planning, 
employee counselling, potential appraisal and OD. T.V, 
Sundaram Iyengar and Sons Ltd., Madurai have used manpower 
planning, induction, job rotation, training, performance 
appraisa], potential appraisal, succession planning, job-
enrichment, suggestion schemes, liberal education, personnel 
research and organisation analysis, reports, control and 
long-range planning as technigues to develop the HR in the 
organization. Crompton Greaves has identified three priority 
areas of HRD as role analysis, appraisal systems and 
counsel ling. 
Now it is clear that there is no clarity about the 
scope of HRD systems and divergent views exist as to the 
composition of HRD system which makes it impossible to 
develop a wholistic system of HRD. The process is still at 
the experimental state and only time would tell what shall 
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or what shall not form part of the system in the future. 
However, certain sub-systems of HRD like OD, training and 
development, appraisal systems and career advancement can be 
considered as basics of HRD system. 
Contributions of Subsystems to HRD Goals 
Each of the sub-systems or mechanisms contributes to 
the achievement of overall HRD goals. Charts 2-6 and 2-7 
clearly portray the contribution of different HRD subsystems 
to Development Dimensions^ 
Designing and Induction of HRDS 
HRD System is a total integrated system. It must be 
designed differently for different organisations- Although 
the basic principles may remain the same, the specific 
components, their relationships, the processes involved in 
each, the phasing and so on, may differ from organisation to 
organi sati on. 
Designing an integrated HRDB requires a thorough 
understanding of the prinicples and models of HRD and a 
diagnosis of the organisational culture, existing HRD 
practirpc; and the development climate within the 
organisation. The strategies of introducing HRDS must be 
cle^r in the mind of the management, a vision that may guide 
the choice of HRD programmes and direction. It should 
includp the following phases systematically in order to make 
it purposeful and meaningful for the organisation: 1, Firm 
Faith on and Acceptance of HRD philosophy and policy? 2-
Determination of Major objectives of HRD; 3. Factors 
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CHART - 2 
The CotitrifauUons of HRD Subsys terns to Development Dimensions 
HRD mechanisms 
or sub-systems or 
jTistrutents 
HRD Department 
Pertormance 
appraisal 
HRD processes 
and HRD climate 
variables 
Role of clarity 
Planning of 
development by 
every employee 
HRD 
outcomes 
variables 
Orqani:ational 
effectiveness 
dimensions 
Review Discussions Awareness of 
feedback and competencies 
More competent Higher 
people productivity 
Butter developed Growth and 
roles diversification 
Higher work Cost reduction 
commitment and More profit 
tonselling 
Roie analysis 
excercises 
Potential 
development 
eKercises 
Training 
Communication 
Policies 
Job-rotations 
OD Exercises 
Rewards 
Job 
enrichment 
programmes 
Other 
fTiechanisms 
required for 
job performance 
Productive 
orientation 
More trust 
Collaboration and 
team work 
Authenticity 
Openness 
Risk taking 
Value 
generation 
Clarification of 
norms and 
standards 
Increased 
Communication 
More objective 
rewards 
Generation of 
objective data 
on employees, 
etc. 
job involvement 
More problem 
solving 
Better utilization 
of human 
resources 
Higher job 
satisfaction and 
Work motivation 
Better generation 
of internal 
resources 
Better 
organizational 
health 
More team work, 
synergy and 
respect for each 
other 
Better image 
Other factors 
Environment 
resource 
availability, 
history, nature of 
business etc. 
Other factors 
Personnel 
policies, top 
management 
styles, 
Investment on 
HRD, TM's 
Commitments, 
history,previous 
culture,line 
managersinterest etc. 
Source: same as chart 2.1 
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CHART 2,7 
A Schematic presentation of linkages between HRD Instruments, Processes, 
Qutcoities and Organisational Effectiveness, 
Development Dimension 
Training 
Individual 
Feedbakc and 
coaching 
performance 
Individual in the Performance 
present role appraisal 
HRD sub-systems 
Career Planning Potential appraisal 
and Development 
Rewards 
Training 
Feedback and 
performance coaching 
Individual m 
regard to likely 
future role 
Dyadie relation-
ships 
Teams and Team 
work 
Potential 
appraisal S 
development 
Feedback and 
performance 
Coaching 
Organisational 
Development 
Rewards 
Training 
Performance 
appraisal 
Training 
Performance appraisal 
Feedback and 
Performance Coaching 
Training 
Team rewards 
CcUaboratJcn among Organisational Training 
different units/ Development 
teams 
Self-renewing 
capability and 
health of 
organisation 
Performance 
appraisal 
Organisational 
development 
Training 
Source! Same as charl-2.1 
85 
Affectinq HRD? 4. Assessing the Identification of HRD Needs? 
S. Human Resource Planninq; 6. Development Proqrammes; 7. 
Development of HRD climate; 8. Building up of Infrastructure 
Farilities; 9„ Emphasis of Lonq Term Results; 10. Evaluation 
and Corrections and 11. Development of HRD as a profession. 
Human Development Index (HDD in India 
People are the most precious assets of a nation. There 
ran be no development without developing HR. The HDI 
introduced by United National Development Programme (UNDP) 
combines life expectancy, educational attainments and income 
ind i c-^ tors to qive a composite measure of human development. 
Hut of a total of 173 countries, India occupies a very low 
position in the ranking. The HDI scale varies between 0 to 
1. Top ten positions qo to Japan (0.963), Canada (0.982), 
Norway & Switzerland (0.978), Sweden (0.977), USA (0.976), 
Australia (0.972), France (0.971), Netherlands (0,970) and 
Uk (0.964). India occupies the 134th place with an index of 
(0.309). 
In comparison to all developing countries, India's 
achievement has been above average in reducig mortality rate 
and increasing daily calorie supply. The growth in real GDP 
per capita has, however, been much below average. The 
achievements during the last three decades on HRD front in 
India has been moderate. 
In the past decade, India has experienced significant 
changes in its society brought about by technological 
advancements, social alterations, economical influences and 
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political pressures. But the developments of human factor 
either in different organisations or in the nation as a 
whole had failed to receive its due share in the growth 
c^trateqy of the country. Though the country alone 
constitutes 15.9 percent of the total world population, 
while the whole of the developed nations covers 50 percent 
of the total population, still the achievement in the field 
of HRD is very meagre as compared to the developed nations 
34 
of the world".. 
No effort has been made in India for long to improve 
the quality of manpower, their attitudes and feelings 
towards the management and the undertaking where they work. 
The business environment prevalent was more conductive for 
the producers than the workers. The word HRD was considered 
more like a political slogan leading to disillusion rather 
than any other tangible results either in organisational 
level or national level. "Perception of HRD was not clear 
and even vary so widely that some people view it as merely 
recruitment while other perceives it as purely imparted 
training:. However, the miracle of change noticed by other 
countries due to adoption of HRD process provided India more 
impetus and pressure to seriously sincerely carry out HRD 
practices in the country. As a result it had urgently felt 
to go for and formulate a clear cut farsiqhted national 
policy on HRD. "When it is considered as a life long, whole 
career programme and not merely a narrow conceived,one time, 
?-4. Datt R. and Bunderam.K. P.M. , "Indian Economy", S.Chand 
Co., Mew Delhi, 1990, p.160. 
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,hort period work place phenomenon, it should aim at 
n innate capacity as well as demonstrable 
aeneratino. a 
capacity to face the future, to over 
turbulence in an effective manner 
rtake events and to time 
35 
Hence, emerges the 
need and importance of HRD in India, which has become an 
important issue in many orqanisations including the 
Government keeping that in view, the Government of India 
also created a separate ministry of HRD under the control of 
a fullfledged cabinet minister. 
To fulfil the requirements of the ever changing 
environment, the industrial/service sectors of the country 
as a whole need to be geared up to change for ensuring a 
bright future. This is possible only with the help of sheer 
exploitation of its human resources for productive purposes. 
HRD, considered as the right stimulant to achieve those 
viable objectives. When the designing of the HRD systems 
requires a thorough understanding of the principles, 
diagnosis of organisation culture, existing HRD practices 
and the developmental climate within the organisation, the 
administration and implementation, too reguire a lot of 
effort, dedication and commitment from and among the 
executives and employees of the organisation. The task 
though seems to be stupendous and most challenging indeed, 
yet no effort should be spared to develop and nature a sound 
HRD system. Once the implementation part is successful, it 
35. Mathur. K.H,, "Human Resources Development in 
Administration", HRD Strategy Approaches and 
Fxperience", (Ed.), B.L. Mathur, Arihant Publishers, 
Jaipur, 1990. p.139. 
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can definitely qo on contributing significantly and improve 
the whole things enormously in all respects. 
It can be concluded that the importance of newly 
emerging concept of HRD has been slowly and steadily gaining 
its momentum in India, where development and knowledge are 
expanding at an alarmingly faster rate. The personnel 
managers or HRD managers must simultaneously maintain an 
awareness of facts and figures, innovations and regulatory 
changes. Any one who attempts to stay abreast of the field 
v>ill soon realise that it is impossible to digest the 
plethora of articles and information available today. 
Personnel policies and practices -
A case study of Tata Engineering and Locomotive 
Company Limited (TELCO). 
Tel CO is an old and large private sector organization 
Jn India which was setup in 1945. This private sector 
company is popularly known as Telco. The company has got 
two work centres. One at Jamshedpur in Bihar and second at 
Pune in Haharashtra, At the initial stage the company 
?itarted assembling wagons and manufacturing under-f rames, 
locomative, boilers and steem locomotive for the Indian 
railways. In the year 1954 this company also started 
manufacturing diesel truck and bus chassis. However over a 
period of more than 4 decades the company has undertaken a 
number of activities and today its products comprises 
rommercial vehicles, excavators and forklifts. The company 
has also facilities for the manufacturer of castings. 
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forqinqs. special prupose machines tools, press tools, dies 
and fixtures are also some of the popular products which are 
beinq manufactured by this company. 
nrcianisational Structure and Position of the Personnel 
Department 
Major Chunk "Telco" of manufacturing activities are 
based at Jamshedpur in Bihar, larger number of employees are 
therefore working at Jamshedpur unit. The personnel 
department at Jamshedpur is fully responsible for the 
f.election and employment of the personnel, personnel 
adminsitration, labour relations, welfare of employees, 
collective barqaninq and the management of joint 
consultative committees charts one and two portrays the 
organisational structure of the company and organisational 
structure of personnel responsibility. As it is seen in 
chart No.two that the personnel functioning of Telco 
includes recruitment, Promotion, appointments transfers, 
•.increments, leaves, grievances, welfare, enforcement of 
labour laws and industrial relations. 
Personnel Policies and Practices at Telco 
The company's policies as regards personnel may be 
pummarised as foilows: 
One of the first and foremost significant policies of 
Telco is to look after the welfare of the personnel in 
general. In particular the company keeps all sorts of 
personnel avenues open to its employees. It also provides 
them with opportunities galare fore advancement self 
development. 
The company also provides enough encouragement for the 
adoption and utilirration of the latest methods and technique 
in the manpower planning area. In this regard the company 
takeup a good deal of developmental programme for the 
employees. 
The company always endeavour for promotion of amicable 
and satisfactory indutrial relations providing for 
different channels for upward and downward communication. 
The company has also a well established systematic 
procedures for redressal of grievances. 
Telco facilitates and encourages the development of 
talent and skill to those employees who Sincerely contribute 
their might and best efforts to the adhre of the company 
nbj ecti ves, 
Telco's Personnel Objectives 
The personnel department of Telco has certain sc-?t 
principle and objectives within the framework of company 
policies. The important objectives of the Telco's personnel 
department are adumberated as under 
•1" To make recruitment of the best talent and skills 
available. The company has also numerous plans and 
programmes for fastening the growth and 
development of the employees. 
^' ''"'•"^  company has also an appraisal and evaluation 
systems of the performance of the employees,. 
Through this system to company also takes feedback 
regarding the work satisfaction. 
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3. To attain constructive and goal oriented unions 
management relations. The company makes healthy 
environment for a trade unions and their peoples. 
4. The company also extends assistance on the 
provision of facilities to be provided to the 
worker through its personnel department from time 
to time "the compnay" personnel department provide 
advise and suqqestions on the decent and healthy 
workinq conditions for the employees. 
fS. The personnel department of the company after 
tries to secure fair involvements for employees 
commensurate with their performance and the 
resources of the company, 
6. The personnel department of the company also 
advises on the provision for the employees of 
increased earninq throuqh hiqher productivity and 
personnel development, and 
"^ ' Finally the most important objectives of the 
company under take to fulfil is to advised the 
manaqement on the provision with in its mean, of 
amenities and facilities for development of skills 
amonqst the local people to ameliorate their 
employment opportunity. 
To some up, it may be deduced that the over all 
objective of personnel department of telco is to provide 
maximum work satisfaction to its employees. The company well 
raises that to meet the orqanisational objective effectively 
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and productivity. The recruitment selection of the best 
talent is sine-quo-non. Not only this matter their 
development is also of paramount significant. It seems from 
the foregoinq study that the Telco with its permanent 
personnel objectives and policies is aware of its social 
obliqation to the people, making available the employment 
opportunities to its people, providing training to its 
employees with the latest methods and techniques to the 
maximum feasible mannner. 
Personnel Management Practices and Policies 
A case study of Oil and Natural Gas Commission (O.N.G.C.) 
Over a period of almost more than four decades, there 
has been a tremendous growth and development in the 
personnel department of ONGC. ONGC hais been marking all out 
effort to strength and streamline sound and dynamic 
personnel policy. The personnel department of ONGC comprises 
of personnel with multi-disciplinary skills. From a staff 
strength of 450 employees in the year •1956-~57, today DNGC 
has a staff of over 48000 comprising highly gualified and 
experienced engineers, scientists, technologists, management 
experts and skilled technicians. Upto 1968, there was rapid 
advancement of individuals due to considerable expansion of 
work. Thereafter, some stagnation took place in the career 
advancement of the employees. With a view of ensuring 
optimum growth of officers and staff, a new personnel policy 
has been evolved. Its main objectives are". 
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Planning for suitable personnel with requisite 
qualifications and skill for achieving organisational goals 
in keeping with individuals goals and aspirations, ONGC 
involves monitoring of internal personnel movements and 
analysis of external supplies. ONGC's organisational policy 
to encourage high performers and those engaged in innovative 
and creative activities is appreciable very outstandinq 
individuals are named as the manager of the year, young 
executives of the year and many others a^rB given monetary 
award for their performance. Coverage of meritorious work in 
house journals like pacesetter, ONGC. Reporter, News Flash 
etc. also porvides boost and encouragement to high 
performers. Whereas, on one hand organization lays emphasis 
on identifyinq high performers and rewarding them, on the 
other it also seeks to identify low performers and idlers,, 
It endeavors to improve their performance by re-training 
them in multitrades for their alternative deployment,? 
counselling by first ascertaining reasons for their poor 
performance, and suggesting corrective measures to 
.individuals, and as a last resort warning them if 
individual refuses to respond to any corrective measures 
suggested. 
Jn accordance with the government ordinance the ONGC's 
personnel has been classified into four different groups 
vir., class I, II, III and IV. The personnel on the whole 
companies the following broader spectrum of activities: 
-^ Recruitment and promotion 
•J. :i. . 
i ii 
iv. 
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T r an s f e r 
T r a i ri -J, n q a n d D e v e 1 o p m e vi t, 
Pay and other A l l o w a n c e s 
V . F i n a n c i a 1 A s s i s t a n c e 
vi. Leave 
,^,lj ^ W e l f a r e a m e n i t i e s such as e d u c a t i o n , h o u s i n g and 
me d i c a l b e n e f i t s e t c . 
VI i i , .In cent i ves and A w a r d s 
i ;.;. S p e c i a 1 f a c i 1 i t i e s . 
R e c r u i t m e n t is considered the most s i g n i f i c a n t s p h e r e 
of a c t i v i t y p e r t a i n i n g to the personnel d e p a r t m e n t - The QN G C 
with reqards to the re c r u i t m e n t has a very sound and well 
knit policy from for selec t i n q the best a v a i l a b l e men and 
women of various discipline as per the requirement. In 
accordance with the Oh4GC (Recruitment and Promotion)-
requlations, recruitment for all posts upto the scale of 
36 
Rs . 1256-1936 is decentralised, reqion,. 
In the public sector organization, the methods of 
fillinq the post at different levels for different purposes 
37 
s^re as f ol lows s 
a) Direct recruitment; 
b) Promotion of employees already in the service of 
the commission, or 
36. Personnel Policy Hand Book, OMGC, Dehradun, P.2. 
'A7. Oil and Natural Gas Commission (Recruitment and 
Promotion) Requlations 1980 and connected instructions, 
New De 1 h i , A p r i 1 P.5, 1980, p. 5. 
•100 
order to keep the orqanizalion dynamic and thereby keeping 
the employees abreast of the latest technological 
developments taking place else where in the world, it is 
essential that they should under go all sorts of befitting 
training and development programme, to be conducted by the 
organ i zat i on. 
.Tn ONGC, special emphasis is laid in this regard. 
Against this back drop only ONGC setup a Modern Institute of 
Management Development at Dehradun in 80's for training of 
executive with modern audio-visual aids and other training 
facilities for about 3000 officers every year., 
Every year young engineers, scientists management 
graduates are given training under graduate training 
programme. Different types of training programmes i.e. 
Graduate training, induction, training, orientation and Re-
orientation training. Refresher training seminar workshops, 
micro-specciali^ation, EKecutive Management development 
programme etc. are being conducted ONGC also, has the 
provision to sends its personnel abroad for their exposure 
to higher technological operator and to also make them aware 
about the latest researches in the field of oil industry. 
The personnel department of ONGC has 48,000 well 
trained and well disciplined personnel with a view to 
ensuring optimum growth of officers and staff ONGC adheares 
to a participative style of management to create good 
working and living conditions, job satisfaction, emoluments 
and career growth commensurate with individual/group 
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performance and the commission growth, respect for each 
jndividua] goodwill, friendship, understanding and team work 
amongst all employees. 
nr4GC is also committed to the continuous development of 
all employees and make optimum use of both human and 
material resources. 
ONGC has provision for dearness allowance, travelling 
allowance, city compensatory allowance, drilling allowance 
(for project employees only), operational allowance, trip 
allowance, hill compensatory allowance (at Dehradun only) 
Mnnter allowance, hard duty allowance (Only Bombay offshore 
project), special allowance, tea allowance, game allowance, 
washing allowance, typing allowance, remote locality 
allowance and over time allowance. The commission has also 
suggested scheme to its employees. This scheme provides an 
incentive to employees to make inventions and improvements 
in serving materials, labour production time and increase 
productivity, improve out put, improve of working conditions 
and safety. The commission provides conveyance reimbursement 
I 
to its employee for maintenance of car, scooter, motor cycle 
and moped at a fixed rate. The commission also provides 
conveyance allowance to blind and orthopaedical1y 
handicapped employees. The commission also gives financial 
incentives like incentives for higher qualifications, profit 
sharing bonus e;;--gratia, house building advance. Scooter 
advance, Hotor cycle advance, Moped advance. Cycle advance-
The ONGC's employees can avail casual leave, special casual 
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leave. Earned leave, half pay leave, commuted leave, leave 
not. dvie quarantive leave, accident and disability leave, 
maternity leave, study leave. The commission provides 
medical facilities to its employees. It provides educaitonal 
facilities and children's education allowance, merit 
pcholorship and hostel subsidies to its employees. 
Commission also provides special facilities for Assam and 
other North-Eastern states, specical facilities for Bombay 
offshore project, and special facilities for Calcutta 
offshore project and special facilities for Gangtok project. 
The commission pays gratuity to its employees for good 
working, faithfull and efficient services in their working 
field. Staff welfare committee are functioning in the 
rommission at project level. The commission provides all 
sport facilities to its employees and their children. 
The Mahila Samities plays a very significant role in 
the cultural and social activities in the commission. ONGC 
has also give ful facilities to the retired employee::. and 
their dependent Grievance Committees are functioninq 
satisfactorily in all the projects of the commission for 
resolving the difference between the employees and 
management. Employees guilty of misconduct, may get 
following types of penalties like, censure, withholding of 
.-increments, withholding of promotion, postponing future 
increments of pay, compulsory retirements, dismissal from 
r-er^jice and suspension. Every employee of the commission can 
resign through prior notice to the commission. 
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Conclusion 
From the foregoing discussion, it has become clear that 
over a period of time Personnel Hanagement has assumed 
evergreater significance and is considered to be the most 
invaluable assest of an enterprise. The success or failure 
of an enterprise, whether industrial or business, depends on 
human elements and methods of production. Personnel 
Management in its procedural spectrum of definitional review 
is not only an approach but a new, novel and innovative 
philosophy and thinking as regards the overall growth and 
development of human beings. It consists of two broader 
category of functions i.e. managerial and operative 
functions. Managerial functions include planning, 
organising, staffing, directing, co-ordinating, reporting 
and budgetting the work of those who are involved in the 
performance of opera.tives functions. The operative functions 
of personnel management includes the major segments such as 
procurements, developments, compensations and maintenance, 
i 
The personnel management has a far reaching bearings on 
the overall organizational system. It plays a very 
significant role in improving \ productivity and 
competitiveness of organizations. There are a number of 
objectives of the personnel management, for example, 
performance appraisal, potential appraisal and development, 
feedback and performance coordial, career planning, training 
job orientation, organisational developments rewards and 
incentives employees welfare quality of work life and human 
resources information system. i 
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Of late, HRD is contemplated as one of the vital 
f^egments of personnel managements. Keeping in view the 
significance of HRD late in 1958, HRD ministry was created 
with the sole objective of bringing co-ordination and 
integration in approach with regard to programmes such as 
education, health, nutrition and employment etc. In 
different successive plans the HRD has been gaining 
ronsiderable emphasis with its substential amount of 
cil 1 0 cat i on . 
In thifi chapter an attempt has also been made by the 
researcher to undertake the study of two enterprises one in 
private sector J,e. Tata Engineering and Locomotive Company 
Limited (TELCO) and the second in Public Sector i.e. Oil and 
Natural Gas Commission <ONGC) to critically examine and 
evaluate the different functional aspects of personnel 
management. It has been found that both the enterprises, 
though different in control and ownership, have been 
according considerable emphasis on the growth and 
development of this respective personnel management 
departments through the implementation of different 
policies, programmes and schemes from time to time. 
CHAPTER - 111: 
OReANlZATlON, eROWTTH 
AND 
WORKING OF BHEL 
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CHAPTER - 111 
DRGANIZATON, GROWTH AND WORKING OF 
BHARAT HEAVY EELECTRICALS LIMITED (BHEL) 
Indroduction 
The previous chapter dealt with the review of the 
personnel management Practices adopted in India in both 
Public a?, well as Private Sector enterprises. The chapter 
also highlighted the personnel management practices in ONGC 
and TELCn. The present chapter gives a detailed accound of 
the organization, growth and working of BHEL. 
Public sector enterprises in ' India was assigned 
dominant role to play in the industrialization of the 
economy. Right from the second five year plan, public sector 
claimed lion's share of plan investment and has been mainly 
responsible for the phenomenal growth of various basic and 
key industries and promotion of social justice. 
As a matter of fact, prior to independence India was 
lacking in the development of key and basic industries such 
as, steel, power, fuel fertilizer, atomic energy, chemicals, 
heavy machinery, petrochemicals and heavy electricals and 
engineering goods etc. Soon after the Independence 
Government passed the Industrial policy Resolution in 1948 
i 
in which state was assigned to play a progressively active 
role in the development of industries. 
With the advent of planning, there has been a 
progressive emphasis on the scope of public sector. Today 
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the public sector enterprises occupy a predominant position. 
With the transformation of government activities from those 
of pure "Law and order" to promotion of "public welfare", 
public enterprises have carved out for themselves a place in 
the E;conomy of the country. The passage of Industrial policy 
Resolution, 1956 and adoption of the socialistic 
pattern of society as our national goal, further led to 
enlargement of the role of public sector. 
The industrial development during last three decades 
has been largely due to the result of the enterepreneural 
efforts of the state. Public sector has not only laid the 
foundation of heavy industry but has also achieved 
commanding heights in a number of industries. From public 
utilities and non commercial ventures, it has spread its 
spectrum to industries such as steel, mineral and metals, 
petroleum, chemicals, heavy medium and light engineering, 
transportation equipment, consumer goods and agro-based 
industries. It has also entered the service field in a big 
way from trading to industrial and technical consultancy, 
tourism, development of small industries rehabilition of 
sick industries, banking, finance and insurance. It has 
created the infrastructure! base for modern industrial 
economy and has helped the country in achieving self 
suffi c i ency, 
Prganization and Growth of BHEL 
Bharat Heavy Electricals (India) Ltd. was established 
at Bhopal in August •19L=>6 under technical collaboration of 
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M/S AEI, U.K., with a view to attain self sufficiency in 
plectrica] products and power equipments which are vital for 
industr ial i2:ation of the country. | 
After the Bhopal unit, three more units came into being 
viz ? j 
1 . High Pressure Boiler Plant-Ti ruchi rapal 1 i (May, •1965). 
E. Heavy Power Equipment Plant-Hyderabad (Dec, 1965). 
3. Heavy E-'lect r i cals Equi pment-Hardwar (Jan., 1967). 
The Soviet Union collaborated in the establishment of 
above No, 1 and 2. units and Czechoslovakian assisted in 
setting up No. 3 units. The Bharat Heavy Electricals Ltd. 
(BHFL) has become the largest electrical engineering 
organization in the country having fourteen manufactruring 
units and service centres besides a large number of project, 
sites spread all over India where its equipments are under 
erection, enabling it to serve the custmers and the country 
efficiently. The BHEL also figures amongst the list of 
largest 500 corporations outside the U.S.A. 
BHEL supplies a wide range of products and services for 
the energy, industry and transportation sectors of the 
economy. A brief account of the such activities is given 
below-
As there was need for an integrated approach to the 
development of pov^ er and equipment manufacturing and also 
with a view to optimally utilize the resource. Heavy 
Electricals (India) Ltd, Bhopal was merged with EiHEL in 
•1974. 1 
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At present BHEL has the following 14 manufacturing 
u n i 15 
SH 
• 1 . , 
?. 
4. 
r>. 
6« 
7. 
S„ 
9. 
•10„ 
• M , 
•12. „ 
PLACE 
Bhopal 
Hardwar 
Ban galo re 
Jagd ishpu r 
Ran i khet 
Varanas i 
Rud rapu r 
Hyde rabad 
J bans i 
Ti ru ch i rapal1i 
Go indwal 
Bombay 
STATES 
M n F' „ 
L ) . F' p 
KarH' 
U „ P , 
U „ P „ 
U . P „ 
VJ. P „ 
A „ P . 
l..i „ P . 
Kera 
itak 
1 
j 
j 
i 
1.1 ( 
a 
NO. Oi-
•1 
E 
2 
P! ANTE 
Maharashtra •1 
Total 14 
Soruces-- F'ersonnel I'iavnual of EiF-iF'L:, (current),. 
To achieve and maintain a leading position as supplier 
o f qu a 1 i t y e qu i pme n t, s y s t eITI an d s e r v i c e s t o s e r v e t h e 
national and international markets in the field of energy 
Bharat Heavy Electrical Limited popularly known as BFiEil.... 
was established in August 1956. BHEL's history has certain 
f eatu r es common to a 11 pub 1 i c ente r pr i ses in Ind i.a . As wou 1 d 
be apparent in subsequent discussion these enterprises were 
set up as a part of a national preospective plan for 
industrial development. In many cases, sel f--r el iance and 
109 
import substitution in the vital sectors of economy were the 
major goals. \ 
Today, BHEL is the largest Engineering and 
manufacturing enterprise of its kind in India. It ranks 
among the top 1? manufacturers of power plant equipments in 
the world. Its aim and objectives are as unders-
•1. Business Mission 2. Growth 3. Profitability 4, Consumer 
focus 5. Employee orientation h. Technology and 7. Image. 
One of the Prime missions of BHEL is to attain a 
leading position as suppliers of quality equipment, system 
and services in the field of conversion, transmission, 
utilisation and conservation of energy for application in 
the areas of electric powers, transportation oil and gas 
exploration and industries. The company also lays emphasis 
nn maximum utilisation of resources for business expansion 
into allied areas and other priority sectors of the economy 
3 ike defence, communication and electronics. 
The BHEL. objective is goal oriental by ensuring a 
steady growth to enhance has the competitive edge of the 
organisation and to maintain its share in the existing 
business. In order to achieve this goal, BHEL has a well 
quipped and advanced research and development (R & D) 
programmes. The technology upgradation mission is also 
undertaken by BHEL from time to time to explore new areas 
and the market. By and large the missions of BHEL fall in 
line with the national plan objectives. 
•110 
One of the significant, objectives of BHEL is guarantee 
a reasonable and adequate return on capital employed, 
primarily through improvement in operational efficiency, 
rapacity utilisation and productivity provisions for 
adequate internal resourceses to be made by the organization 
to finance the company's growth and development programmes. 
First and foremost objective is to enthuse high degree 
nf consumers confidence by ensuring enhanced value for their 
money by providing then goods of international standards, 
high performance and superior consumers services etc. 
The organization has also enabling environment for 
employee to improve his capabilities, perceive his role and 
responsibilities and participate and contribute positively 
to the growth and success of the company. Its plan to invest 
in human resources continuously and be alive to their needs. 
BHEL also aims at achieving the technological 
excellence in operations by development of indigenous 
technologies and efficient absorption and adaptation of 
imported technologies to suit business requirements and 
perioties and provides a competijtive advantage to the 
company. 1 
BHEl also holds first water the interest of the stake 
holders like government, owner, employee, customers and the 
country at large, BHEL supplies a wide range of product and 
services for the energy, industry and transportation sectors 
of the economy. 
• 1 1 -I 
Product Profile of BHEL 
In the succeeding paragraphs, a brief account of the 
product profile of BHEL is givens- \ 
The product manufactured by the BHEL are of diverse 
range. For easy understanding, these products have been 
divided into three major business sectors to give it a 
strong market orientation. The business sectors are power, 
industry and other operational sectors. 
1. Power Sector 
BHE-L occupies a crucial place in the energy sector of 
our economy. The power sector consists of the thermal, hydro 
nuclear and energy and contributes nearly 70 per cent of the 
company turnover of E<HEL power equipments now accounts for 
33?16 M.W. or 62. per cent of the installed capacity of the 
country. For thermal projects, total turnkey capabilities 
have been developed. F"rom project approval onwards, the 
company takes on complete responsibilities, prepares the 
feasibility report, does the system design and engineering, 
manufactures and coordinates, the supply of equipment, right 
up to its erection and commissioning. The BHEL manufactures 
boilers and thermal sets upto 500M,W, ratings and has the 
technology and capacity to produce equipment upto 1000 M.W. 
ratings also. It supports its equipments and systems by 
providing spares and efficient after sales back up. BHEL 
always endeavors to improve technology and adapt it to the 
needs of the country. This quest has led it to develop 
several technologies in the house., These includes fluidised 
bed boilers (bubblirig bed and circulating bed) to use low 
qrade high ash abrasive Indian coals and a system for direct 
ignition of pulverized coal (DIPC) to cut down fuel oil 
ronsumption for boilers strats ups. Realising the high 
potential of natural gas in India, BHEL has established 
quickly the capability to manufacture gas turbines upto a 
unit rating of 30 M.W. 
In the field of nuclear poM;er, BHEL manufactures 235 
M.W. steam generator and associated auxiliaries which have 
been supplied to power plant at Kalpakkam and Narora., The 
company has also geared itself for the design and 
manufacture of 500 M„W- nuclear sets in line with country's 
nuclear programme. 
Items Covered Under Power Sectors 
1. Thermal Sets 
In the power sector, thermal set is an important item 
produced by BHEL Steam turbines and generators up to 500 
M.W. capacity are produced for utility application, while 
capability to manufacuture up to 1000 H.W, unit size is also 
a V a i 1 a b 1 e , 
2. Hydro Sets 
Custom built conventional hydro turbines of the Kaplan 
i 
Francis and pelton types with matching generator upto 200 MW 
i'Kre manufactured. Pumps turbines are also designed and 
manufactured with matching motor-generator-values-spherical, 
butterfly and rotary values. Auxiliaries for hydro station 
are also manufactured. 
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3. Mini Micro Hydro Sets 
Under this category different equipment for nuclear 
power plants as turbines and generator up to 500 MW capacity 
are made along with the steam generator *or utility up to 
500 MW reactor separator, heat exchangers and pressure 
V e s s e 3 s are a 1 s o m a d e and sup p 1 i e d b y the B H E L , E q u i p in e n t 
for nuclear power plants, turbines and generators up to 500 
MW, capacity Reheater/separator, Heat exchangers and 
pressure vessels. 
4. Gas Turbines 
The BHEL has also produced Gas turbines for industrial 
utility applications, ranging 3 to 200 MW (.IS(D). 
5. Boilers and Pressure Vessels 
Some of the important items mentioned below are also 
manufactured and supplied by BHEL Stem generator's for 
utilities ranging 30 MW to 500 MW for coal, Lingnite oil and 
natural gas or a combination of these fuels, steam generator 
for industrial applications range 15 tonnes/hour, to 450 
tonnes/hour, u.sing any or a combination of the following 
fuels, coal, oil, natural gas, industrial gases, and bagasse 
or waster heat recovery boilers, recovery boilers for paper 
industry, range from 100 to 1000 tonnes/day of dry solids, 
pressure vessels, fluidised bed combustion boilers. 
6. Heat Exchangers 
The BHEl also produces surface condensers, low pressure 
and high pressure heaters, chimney and gland steam 
condensers alongwith this coolers, condensers, separators 
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and seal oil regulator tanks for refineries, fertilizer and 
chemical plants and utility sets. Tray types deaerators for 
TG sets, steam operated air ejectors etc« are also prepared 
by BHEL. 
7. Boiler AUKiliaries 
The following B.re also manufactured and supplied by the 
BHEL. The EfHEL has made satisfactory advance in suplying 
POJLER AUXILIARIES which are vital for the power sectors-
Some of the important auxiliaries are Fans of single and 
double stages and the capacity of ?3 cubic meters to 800 
cubic meters. Similarly Auxial impulse fans with capacities 
ranging 7 cubic meters/sec to 600 cubic meters/sec a\nd a 
number of other types of fans for cleaning air and removing 
dust, air heaters ars also manufactured which are meant for 
boilers and process furnaces in wide range of sizes and 
rapacities, j 
E<esides the above product,. some other important 
products are in the category like pulverisers. 
Electrostatics precipitators, mechanical separators and 
Gravimetric feeders etc. 
f^ . Valves and Soot Blowers j 
BHEL is also important manufacturer and supplier of 
long retractable soot blowers travel up to 13 MW, wall 
deslaggers, rotary blowers and temperature probes and 
related control panesl operating on pneumatic, electrical or 
I 
manual mode. High and medium pressure valves, high pressure 
and low pressure by pass system, equipment are manufactured 
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by the organisation which are mainly used in safety devices 
and their demand in near future is expected to go up because 
of stiffening laws on this front. 
Cast and forged steel valves of slide, globe, non-
! 
return (swing-check and piston 1 ife~check) type for steam, 
oil and gas duties upto 600 mm diameters, 250 kg/sq and 540 
degree percent temperature are also produced by the 
nrqanization. It has also shouldered the responsibility to 
manufacture High capacity safety valves and automatic 
electrical operated pressure relief valves for set pressure 
upto HOO kg/sq cm. and temperature upto 500 degree cent, 
safety relief valves for application in power, process and 
all other industries, tiaximum set pressure upto 175 kg/sq. 
rm and temperatures upto 565 degree cent. 
9. Pumps j 
There is a great demand for different types of pumps in 
power industry e.g. Boiler feed pumps, Boiler Booster pump, 
condensate pumps, circulating water pump, condensate booster 
pump, starting pump oil, emergency oil pump, lubricating oil 
pump, stand by oil pump. All these pumps are for various 
utility applications to suit units up to 660 HW ar& 
developed, manufactured and supplied by BHEL. 
i 
10. Transformers I 
This is another important item which has a substantial 
demand and BHEL is the major contributor to the aggregrate 
of different type of transformers e.g. for voltage upto 400 
KV, Instruments Transformers, Current, Transformers (upto to 
•1-16 
400 KV) Electromagnetic voltage tansformers (upto 400 HV) 
F-lectromagnetic voltage transformers (upto E20 KV) and 
capacity voltage transformers (upto 400 K V ) , Special 
Transformers E^arthing, Furnance rectifier, freight, loco and 
AC multiple units transformers, electrostatics 
precipitators, traction load feeding transformer and cast 
coil dry type transformers, transformers and reactors for 
HVDC, Series and Bhunt reactors upto 400 KV etc. 
•H. Control Gear I 
The BHFL undertakes the production and supply of 
control gears too. The important type of control gears are 
m e n t i o n e d h e 1 o w s ~ 
a) Industrial control gear 
i) Controls panels and cubicals for, applications in steel 
aluminium, cement, paper, rubber coal, sugar and petro 
chemicals industries, 
ii) Liquid regulators for variable speed motors. 
Jij) Contractors: LT air break type AC contractors for 
voltages upto 660 KV, LT air break type DC contractors 
for voltages upto 600 KV, HT vaccum type AC contractors 
for voltages upto 11 KV. I 
fo) T r a c t i o n c o n t- r o 1 gear c on t r o 1 gear e q u i pm e TI t f o r 
railways and other traction applications. 
c) Control and Relay panels controls panels for voltages 
upto 400 KV and control desks for generating stations 
and EHV sub-stations. Turbine gauge boards for hydro 
and thermal sets turbine electricals control cubicals 
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out door type control panels and m a r s h a l l i n g kiosks 
swinging type s y c h r o n i s i n g panel and m o b i l e 
s y n c h r o n i s i n g trolley T r a n s f o r m e r s tap changer p a n e l s . 
i 
•12. E l e c t r i c a l s M a c h i n e 
As per the requ i r e m e n t s of a growing e c o n o m y , 
e l e c t r i c l a s m a c h i n e too Brs in great d e m a n d . E a r l i e r such 
jterns were m a i n l y imported. In the later s t a g e , B H E L assumed 
the r e s p o n s i b i l i t y to d e s i g n , m a n u f a c t u r e and supply the 
di f f e r e n t e l e c t r i c a l s m a c h i n e s m a i n l y DC General P u r p o s e and 
Roll i n g Mill M a c h i n e s from 100 KW to 19000 KW su i t a b l e for 
op e r a t i o n s on vo l t a g e s upto 1P.00 V, These are provided with 
SPDP totally enclosed and duct ventilated e n c l o s u r e s . DC 
Au x i l i a r i e s Mill M o t o r s from 3.7 KW to 190 K W , 2 3 0 as per 
A I B E "800 s e r i e s " also mill duty m o t o r s upto 150 KW to AI.SE 
"600 S e r i e s " or to Russ i a n G0BT-184--71 . 
It may further be pointed out that B H E L also m a k e 
:i n d u. c t i o n m o t o r s , S q u i r r el c a g e a n d s 1 i p r i n g m o t o r s r a n g i n g 
from 150 KW to 15000 KW in SPDP, TEEC, CACA and increased 
safety enclosures suitable for operation on voltages from 
400 to 11000 KV Flame-proof squirrel cage induction motors 
upto 1600 KW suitable for operation on voltages upto 6600 V 
can be supplied against specific requirements. They also 
make AC synchronous motors from 400 KW to 1500 KW suitable 
for operation on 3 phase voltage from 400 V to 15000 V along 
with AC alternators from KW to 25000 KW suitable for 
operation on 3 phase voltages from 400 V to 15000 V. 
Synchronus Condensers are also manufactured by BHEL 
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ranging from 2200 to 100.000 KVA for improving stability and 
power sectors for tansmission system. BHEL also designs and 
manufactures custom-made hydrosets of francis, pelton and 
kaplan types for different head discharge combination and 
site condition. 
?. Industrial Sector 
BHFl has made contribution to important sectors like 
cement, fertilizer, refineries, petro-chemicals, steel, 
paper mining, and tele-communication. The range of equipment 
supplied include compressors, high speed industrial drive 
turbines, industrial boilers, waster-heat boilers electric 
1 
motors drives and control equipment, high voltage 
transformers, switchgear, pumps, heat e;;chs<nge rs, valves, 
seamless tubes and heavy castings and forgings. 
BHEL has supplied captive power stations to industrial 
users based on thermal, industrial or the diesel generator 
sets. To help the industry, BHEL. has developed cogeneration 
system and combined cycle systems for better heat 
utilisation and increased thermal efficiency. 
BHEL is the major producer of large size thyristor 
devjces-BHEL has begun supplying digital distributed control 
systems for process industries and t-ower station controls« 
The sophisticated electronic controls for BHEL equipment 
which Bre being increasingly converted to microprocessor 
based design are manufactured with in the company. BHEL 
also makes sophisticated simulators for industrial process 
P1an t s, p ow e r p1an t s an d o t her o p era I ions. 
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:>er 
Items covered under industrial sectors 
From 1.5 mm to 1E0 mm for various industrial 
application, such as, sugar, petrochemicals, steel, pap« 
and cement, 
i -- Compressors 
BHFL's range of centrifugal compressors covers the MCL, 
series (Pressure up to 40 kg/sq cm and capacity upto 
3,50,000 tons cubic meter per hour) and BCL. series (prssure 
upto 800 kg/sq cm and capacity upto 53,000 tones cubic meter 
per hour) and package SRI series (pressure ratio upto 40 and 
capacity upto E40,000 ton cubic meter per hour. 
? - Transportation 
BHFI designs, manufactures and supplies electric 
traction and control equipment for a wide variety of 
electric and dieeel locomotives, underground metro coa\ches 
and electric multiple units for suburban trains. Marine 
turbines for the Indian Navy and diesel generator sets for 
a variety of uses sre also manufactured. BHEL has also 
started producing AC locomotives for the Indian Railways and 
diesel shunting locomotives for the industries. 
The following itmes are convered under the 
transportation Traction Equipment, design, manufacture and 
supply of Tractjon Motore, Traction generators/Alternators, 
auxiliary machine, Field Diverting inductive, shunts, Eddy 
currents clutches, transformers rectifiers, contro] qear 
items, including electronic equipment for railway 
applications. AC Loco (3900 H.P. , 5000 H.P. under 
development) and diesel electronic: shunting loco 350 H.F-->. 
and ?600 H.P., Electric trolley buses. Battery operated 
buses« 
iii- Oil 
BHFL. has been regularly supplying on-shore deep 
drilling rings, x-mass tree valves and well heads of DNGC 
and oil India. BHEL has also started supplying indiginously 
developed super deep drilling rings and desert rings., 
Cathodic protection system which is used to prevent erosion 
of off-shore vessels. Structure and pipelines is also 
manufactured by the company. 
Items convered under the field of equipment 
A variety of on-shore rigs, work over rigs? mobile 
rigs, heli rigs, desert rigs, for drilling upto depth of 
9000 meters complete with matching draw works and other 
hoising equipments e.g. Rotating equipment. Mud system 
including ptntips, Mast and substructure, power pakcs and rig 
electrics. Rig instrumenttation, Rig utilities and 
accessories and well head assemblies and christians tree 
valves e t c. 
Silicon power rectifier with matching transformers for 
industrial application like Aluminium Copper Zinc smelting 
for electrolysis in chemical industry, AC^DC Traction 
Applications. Thyristor converter <!i invertor equipment., 
Static AC variable speed drive systems, thyristor valve for 
HVDC transmission upto 500 KV and| many more items arB 
produced by BHEL. 
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High class power devices 
BHEL also produces items needed for power stations 
which are mentioned as belows-
Btatic excitation equipment/semi-static excitation 
equipment for thermal. Hydro.nuclear power station and 
industrial turbo sets. Automatic vojltage regulators, electro 
hydraulic governer controls, controls for electrostatics 
precipitators. controls for HP/L.P, BY pass valves. Furnace 
safeguard supervisory system, turbine supervisory system and 
controls, micro processor based distributed digital control 
and sytems data acquisition system, 
e.g. high capacity silicon power diodes. thyristors power 
devices and solar photo voltic cells are also manufactured 
by BHEL. j 
The organisaiton undertake to process hot finished and 
cold drawn seamless steel tubes with a range varying from 
outer diameter of 14 mm to tubes with a range thickness 2. mm 
to 12.5 mm in carbon steel and low alloy steel to suit 
ASTM/API and other international specifications, casting and 
forging of creep resistant alloy steels, stainless steel and 
othe r grs<(ies of alloy stee 1 et c . 
5- Tele-Communications 
RHFI has an entry into communication field with 
manufacture of EPABEIX and RAX based on c-- dot technology. 
BHEL supplies a wide range of transmission products and 
systems to meet the needs of substations and switchyards,, 
For economic transmission of bulk power over long distances 
high voltage direct current (HVDC 
available„ 
) technology is Ti 0 W 
^?.2 
a. 
Non Conventional Energy System \ 
i 
With the Chang-Jng world scenario of oil supply the 
development of non-conventional energy systems has become ar, 
integral part of Indian planning. Faster development of 
devices and equipment needed for developing non-conventional 
energy sector is the need of the day. Again BHEL took the 
lead and started producing such items eg. Biogas operated 
engines, wind electric generator upto POO KW ratings, solar 
tehrmal pump, solar water heating systems etc. 
Technologies for exploiting non-conventional and 
renewable sources of energy have been developed and 
commercialised to serve the remote and rular areas. These 
i n c1ude wind gene rato rs, so1ar power based 1i ght ing and 
pumps and gobar gas engines. BHEL maide solar photo voltaic 
equipment and wind generators, which have been installed in 
the Indian station. Dakshin Gangotri in Antartica. BHEL has 
also developed a reserve osmosis based desalination plant 
to supply potable water from brackish water sources. 
7. Defence I 
The defence requirements of the country are gaining 
importance under the increasing threats from its neighbours,, 
Further disintegration of USSR has created a supply problem. 
But again it is BHEL which has started producing even light 
Aircraft and other defence equipments. 
6. Systems and Services 
The BHEL also provides the fcllowing-
i 
-Turnkey power station I 
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-Combined cycle power stations 
-Cogeneration and Rehabilitation of power plants 
-•Sub-stations and Switchyards 
--HVDC Transmission system 
-Shunt and series compensation system 
-Traction/Electric supply Trolly Buses/Industries 
Drive Controls/Cathodic protection systems 
-Erection, commissioning, operation and maintenance and 
consutancy services. 
--Cathodic protection system 
-Spares management 
9. Other Items 
There are other items such as, Switchgear, Hinimum oil 
circuit Breakers (33 KV-E20 KV), SF6 circuit Breakers (132 
KV-400 KV), vaccum circuit breakers (3,3 KV-33 KV). For 
various indoor and outdoor applicaitons for voltages ratings 
upto 400 KV„ EUi.E ducts with associated equipments to suit 
generators power output of utilities upto 500 HW insulators 
like Disc/suspension insulators AC/DC applications ranging 
from 45 KM to 160 KN electromechanical strength (EMS) for 
clean and polluted atmospheres, solid core insulators for 25 
KV electric equipment rated upto 250 KV, Bushing upto Z2.Q 
KV, special ceramics including ceramic liners for process 
industries. Power capacitors for industrial use upto 250 KV 
for application upto 400 KV, coupling/CTV capacitors for 
high voltage upto 400 KV, Electrolytic and paper capacitors 
for motor start and motor run duties. 
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Organizational Structure of BHEL 
Every organization, be it big or small, requires 
appropriate type of organizational set up in order to 
perform its functions with fullest efficiency. Excessive 
staffing ang high degree of decentralization and delegation 
of authority in small organizaitons may lead to chaos. On 
the other hand excessive centralisation of power in a big 
organisation will always create problems like unmanagable 
span of control BHEL is a big organi :i:at ion involved in the 
manufacturing and supplying a number of products. It is a 
felt by the researcher that line organisation is suited for 
smaller units while functional organisation is better suited 
for a large units. It is hence, line and staff type of 
organisation both BTB need for an organisation like BHEL... 
The organisational chart of the company given on the 
following page presents details regarding the division and 
grouping of work at the corporate and other levels. The 
above chart as operative presently in BHEL. shows that there 
is a combination of line and staff organisational 
structures. The organisation is headed by a board of 
directors consisting of six members. It is the top 
management organ responsible for policy formulation, its 
effective implementation and finally overviewing and 
receiving from time to time. For this purpose the board 
covers functional areas like i) establishment of the basic 
policies etc. 
CI-
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This includes the determination of the kind and amount 
p r o d 11 c t o r service t o b e p r o d u c e d, p r i c e p o1i cy, 
reorganisation and development scheme, training and 
research. programmes. including questions of wage, 
incentives, morale and consultation with employees maintains 
and i m p i- o v eine n t o f o r g an i z a t i on s t r u c tu re, i i ) D e c i s i o n s o n 
major financial matters, important, financial questions 
relating to new capital investment recurring and non 
r e c u r r i n g e ;< p e n d i t u r e b e y o n d a p a r t i c u 1 a r 1 i m i t, r a i s i v\ g o f 
c a p i t a l , c r e a t i o n and m a n a g e m e n t of r e s e r v e f u n d s , 
c o n s i d e r a t i o n of w a g e s and m e a n s , p o s i t i o n of e n t e r p i r s e 
etc. iii) One of the main functions of the board is to 
se care competent e>;e cut i ve to operate the enter pr i se and to 
ensure the continuity of able m a n a g e m e n t , iv) the board 
keeps itself informed of all the necessary details of the 
e n f. e r p r i s e ' s o p e r a t i o n s » Such i n f o r rri a t i o n is n e c e s s a r y f o r-
measuring the effectiveness of its polices and for the 
future planning. Reports on various matters such as research 
development production, s a l e s , labour relations,fiancial 
position, give the board a picture of the e n t e r p r i s e ' s . So 
t hat t h e c o r r e c t i ve ste ps , i f ne cessa r y rnay be tak en i ri 
time . 
The board, comprises of Chai rman-cum-tianaging Director 
( C M D ) , Director ( F i n a n c e ) , Director (Engineering and 
Research and D e v e l o p m e n t ) , Director ( P e r s o n n e l ) , Director 
(Industrial Systems and P r o d u c t s ) , Director (Power)., 
The Chief EKecutive of the BHEL is the C h a i r m a n - c u m - M a n a g i n g 
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of their task by seven Executives Directors in the 
r e e pe c t i v e areas. 
Directors (Finance), is the immediate incharge of 
Executives Director (Financial) and he himself is 
accountable to the Chairman Managing Direcotr. The Executive 
Director (Finance) is further, helped in his task by four 
C-ieneral Manager on the mattres like internal audit, taxation 
and financial serivces in order to ensure economic 
efficiency of the organization. 
The Engineering and Development sector is headed by the 
Director (Engineering and Research and Development). In 
order to enable him to remain effective he is assisted by 
the two Eixecutive Directors. These Directors are incharge of 
the Department of Corporate Engineering and Product 
Development and Corporate Research and Development. Besides, 
these two Executive Drlectors, the Director (Engineering and 
Research and Development) is further assisted by four 
General Managers in respect of Diversification, component 
fabrication plant, Rudrapur, Advanced Research Projects and 
lastly the productivity. 
Director (Personnel) is the Chief of the personnel 
division. He is assisted by one Executive Director 
(personnel) who is accountable to the Director (personnel), 
looks after the activities which personnel. Administration, 
Human Resource Development and ?0 point programmes. There is 
one General Manager is each of the above functions as 
independent head of his division and reports to the 
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Executive Director (personnel). Taken together, 
Administration and personnel department takes care of the 
following functions at the head offices-
:i ) To lay down personnel policies 
ii) To decide upon the organizational structure of the 
p1 an t s and divisions. 
•Jii) To assess the manpower needs and review of manpower 
p 0 s i t i 0 n . 
:iv) To recruit personnel as per r e q u i r e m e n t s and p o l i c i e s 
v) To a r r a n g e for carrier p l a n n i n g , t r a i n i n g and 
d e v e l o p m e n t of exacutivesy s u p e r v i s o r s and o t h e r s , 
vi) To evaluate employee performance and to assess 
potent ial. 
vii) To determine the policies of promotion, transfer and 
other establishment matters-
viii)To handle grievances and collective bargaining 
agreement with the trade unions and other industrial 
r e1a t i on p r o b1 ems. 
i;;) To deal with wage and salary administration 
x) To chalk out of welfare scheme and evolve recreational 
m e a 5 u r e s 
Ki) To m a i n t a i n personnel r e c o r d s , reports and s t a t i s t i c s 
to a s s i s t in reviweing personnel policies 
x i i ) To ensure that the policies laid down are fo l l o w e d in 
the plants and d i v i s i o n s , and coo r d i n a t e d in the 
f u n c t i o n i n g of the a d m i n i s t r a t i o n and pers o n n e l 
d i v i s i o n s in the m a n u f a c t u r i n g u n i t s 
•129 
xiii)To lay down policies and procedures for employee 
motivat ion 
Kiv) To maintain morale of the employees 
As regards Executive Director (vigilance and security) 
on matters concern with vigilance, he reports to the CMD and 
for the rest of the matters related with security to the 
)">i rector ( personnel). 
From amongst the corperate functions,. four General 
Managers namely General Manager (Management Services), 
General Manager (Manufacturing Technology), General Manager 
(<5uality assurance) and General Manager (Monitoring) (though 
not named as such in the organisation chart) report directly 
to the CMD on the matters like management services, 
manufacturing technology, monitoring and quality atssurance. 
There is one Pubic F^elations Officer (a man of the rank of 
(leneraJ Manager) who reports to the CMD. The public 
relations division headed by public relations officer aims 
at maintaining good relations with the public and earning 
goodwill for the enterprises. It also aims at providing a 
favourab1e background for the selling efforts and therefore 
its projects, creates or improves the image of the 
enterprise before the public. In fact this division is the 
centre of dissemination of information regarding the 
policies, p r o g r a m m e s a n d w o r k i n g o f t h e c o m p any. 
The secretarial division of BHEL is headed by the 
(Company Secretary, He is accountable to the CMD for the 
smooth running of office work,In fact, the company secretary 
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is the pivot around which the whole corporate machinary 
revolves. Thus, he is the laison officer between directors 
and staff and outside world dealing with the company. As a 
custodian of the company's legality he is responsible for 
filling of number of returns and preparation of agenda and 
to arrange for the Board of Directors meeting, statutory 
meeting and Annual General meeting. For the purpose he is 
responsible to issue notice in time and maintain documents 
and to draft the Directors reports. 
The second part into which the organizational structure 
has been divided consists of Business Sector, in this sector 
the main areas of activities covered are industrial system 
and products and power. In business sectors there Bre two 
Directors, six Executives directors and eighteen General 
Managers. The first Director in this sector is the Director 
(Industrial system and Porducts), He is accountable to the 
CMD and is the overall incharge of the electroporcelain 
division, Bangalore, insulator plant, Jagdishpur, 
transmission business, transportation business, mining and 
metallurgical, industrial products, oil field, equipment, 
new business and regional operations. The above divisions 
are headed by an independent operations. The above divisions 
are headed by an independent General Manager who ultimately 
reports to the Director (Industrial Systems and Products). 
Another Director in the business sector is the Drlector 
(power). he , in his task, is assisted by si;-; Executive 
Directors and three general Managers. There is one Executive 
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Dir'=-tor for each region of the country who assist the 
ni rector (power) in the areas of technical services, project 
planning, service after sales, commercial, purchases and 
planning systems. The diviions undertakings the activities 
in the above areas are headed by independent General Manager 
reports to all the four Regional Executive Directors in the 
areas of his operation. 
The rest two are the Executive Director (Technical 
Services and Projects Management) and the Executive Director 
(Project Management). These two Executive Director directly 
report to the Director (Power). Besides , the above there 
are still four more General Managers in the business sector, 
namely General Manager (Electronics division Efangalore), 
General Manager (Industrial system. General reserve). 
General Manager (commercial) and General Manager 
(International operations). All these four General Managers 
report to the Director (power). 
The third part of the organi zaitional structures covers 
various operating units of BHEL. To look after and run the 
various units of BHEL spread all over the country there are 
four Executives Drlectors who under the direct control of 
the Chairman--cum--Managing Director. This way they report all 
the matters concerning their respective units to the CMD. 
They include, i) Executive Director (Bhopal). This Executive 
Director heads three units of BHEL namely. Heavy Electrical 
Plant, Bhopal, Transformer Plant, Jhansi, Electrical Machine 
shop, Bombay. There is one General Manager (Incharge) in 
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each of the above three units who report to the Executive 
VViector (BhopaU. The second Executive Director in the 
operating units is the Executive Director (Hardwar) who 
besides the Heavy Electrical Equipment Plant, Hardwar and 
pollution Control Research Unit. Central Foundary forge 
plant. Hardwar also looks after the Heavy Equipment repairs 
plant, Varanasi. Similarly, there is one (General Hanager in 
each of the above units who help the Executive Director in 
his task and this way directly report to him. 
Next is the Executive Director (Hyderabad) who is head 
of the Heavy Equipment Plant, Hyderabad. At this unit there 
is one general manager (Incharge) who helps the executive 
director in his task. In the end comes the executive 
director (Tiruchi). This Executive Director is the head of 
the high pressure boiler plant, F-^anikhet, industrial valves 
plant, Goindwal, piping centre, Madras, Welding Research 
Institute, Tiruchi. All these units are headed by General 
Managers who are accountable to the executive director 
(T i r u c h i ) . 
There is a wide network of managers whose prime 
responsibility is to assess the directorate and to execute 
t h e p 01 i c i e s f o r m u 1 a t e d b y b o a r d o f d i r e c t o r s . ii a n a g e r s a r e 
the actual persons who s^re the accountable for the total 
production and performance of there respective d e p a r t m e n t s . 
It is the duty of the managers to see that all the policies 
have been implemented and that the department perform its 
functions with full efficiency and also due coordination 
Miith the other department of the organisation. 
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At the floor level mainly the accountability and 
responsibility rest with the supervisors. They are assigned 
with the duty of getting the things done by the workers 
within the specific period. Supervisors are supposed to be a 
link between workers and managers. In fact, the supervisors 
are the watch dogs and the implementing tools from the 
management point of view, while they acts as guide, friend 
and colleague to the workers. However, it will not be inapt 
to maintain that excessive job security very often disturb 
the line of authority and responsibility in the 
organisation. Many of the workers or even the men of higher 
ranks do not comply with the given orders because one 
intention or the others. Again the floor level workers and 
supervisors do not make constructive suggestions. Very often 
they do not work in a co-operation manner, rather they 
remain isolated and work in a monotonous way. This disturb 
the BHEL's organization at floor level and hence the out put 
in the form of quality product is doubtful. 
The Indian Public sector units in different sectors of 
the economy have assumed dominant positions in respect of 
production sales and even services. There s^re number of 
enterprises which are considered market leaders. SAIL, is a 
market leader as its number units commands 40 per cent of 
the market. The BHF-L has a distinction of being a market 
leader in different product line. Its special features is 
that in two product i.e. Boilers and hydro turbines. It 
covers 80.2 percent and 95.2 percent respectively of the 
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total market size. In other products its share in the total 
ma r k e t i s fairly hi g h an d c an a s s u. me position of t h e ma r k e t 
leader . 
SWOT Analysis 
Since the inception of BHEL, its organizational 
structure remained more or less unchanged with only minor 
romposi tionaJ shifts. Whether this type of o rgani ;cat i onal 
structure is fit for a unit like EHEL is a question 
topical, interest. In assessing the organir-ational 
performance and internal and external environment which an 
p n t e r p r i s e o p e r a t e s t. h e m o d e r n a p pro a c h o f ' S w o t A n a lysis' 
is highly useful. Swot is an arronyn of evaluating the 
strength, weakness,. opportunities and threats for a 
particular organizatioan. In the strength and weakness we 
usually analyse, the have or have not aspect of the 
organisation. It may also be pointed out that how available 
resoruces have been utilized with and if the resources are 
lacking then what problems have been created. Under this 
analysis we also djscuss the opportunities in hand in near 
furture and possible threats are also pointed out which may 
he caused by the competitors or sometimes by the 
•1 
unfavourable econimic variation and changes „ 
I. Strength 
•1. It is one the early ventures set up under the 
public sector involving huge financial outlay. 
Presently the organization has got a distinction 
1. Charted financial analyst, July 1994, Hyderabad, p.87 
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of having huge turnover ranging around Rs.6000 
rroree. in the year -1994, 
g. The BHEL occupies a prime of place manufacturing 
heavy electrical equipment which is a pre-
requisite to the industrial development. 
3. The BHEL. employee relatively high level of 
technology and in this regard is one of the 
leading enterprise of the nation. 
4. From the organizational point of view as indicated 
in BHEL. has distinction of having well qualified 
and highly e q u i p p e d p e r s o n n el. T h e 
percentage of some skilled and unskilled workers 
is 15 per cent (appro;;,) of the total staff of the 
organisation. 
2. Weaknesses 
'1. The BHEL has 14 units spread all over the country 
which often create the problem of proper 
co-ordination, communication, delegation of the 
a u t h o r i t y a n d 1 a c k o f a c c o u n t a .b i 1 i t y etc. W h i c h 
have been dealt briefly in the first chapter and 
no doubt that they are vital for measurement of 
management. 
''•'' "'"'"'•- BHEL. in certain product lines enjoy near 
monopoly position and because of the lack of 
(-0mpet i t i on the u,rge f or e;<ce 11 ence is dampened . 
'^' The F^eturn on Investment (RO.!) is lesser than what 
is expected of enterprise like BHEL.. 
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4. 
Despite the life of four decades export 
been unsatisfactory and erratic. 
performance has 
The only year in which the BHEL showed the market 
increase in exports in 1987-B8 as comapre to 1986-
87 over one decade from •1981~9E there is negative 
growth in export in terms of value after adjusting 
the inflationary trend. 
3. Opportunities 
•1. India's need for energy through different sources 
is enormous by the turm of the century. Tehermal 
power and hydro electricity would continue to be 
important for India as the prospect of nuclear 
energy are not as bright as in some other 
industrialized nations of the world. BHEL, being a 
market leader would get the opportunities. 
2. The BHEL has good potential of capturing foreign 
markets specially in the Asian and African regions. 
-^^ With the accelerated economic growth and rapid 
indusrialization alongwith the fast development of 
automobile industry, the great demand for the 
related products, components and equipments etc. 
is expected to shoot up. Since BHEL also produces 
related itmes so it has a chance to materialise 
the growing opportunities. 
4. Threats 
'^' •^''"' '''''" economic policy of liberalization and 
globalisation may have some adverse effects on the 
BHEL . 
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3^ The government is keen to invite foreign 
investment in generation and transmission m power 
sector wh.ch implies that BHEL had to complete in 
supplying equipments m competition Mn.th more 
sophisticated and high technology imported 
equ 3 pements. 
3, The various state goverments are intending to 
privatise the distribution of electricity. The 
private sector may not depend on BHEL in meeting 
its equipments needs for the said purpose^ 
To sum up, it may be concluded that the BHEL. has 
adopted the line and staff type of organisation with almost 
no major changes in the structure over the four decades of 
its life. To analyse whether it could work efficiently or 
T^ot, Swot analysis has been done by researcher throwing 
light on strength, weakness opportunities and threats for 
BHFL. It has been pointed out that despite numerous 
weakness, BHEL is a powerful public sector unit. With the 
available resources, if due csxre is taken, BHEL would 
definitely be able to meet the emergening challenges. The 
organiitational structure obtaining in the BHEL appears to be 
upto the mark with emphasis on development, expension and 
diversification. 
Working and Performance Appraisal of BHEL 
This particular part of this chapter throws light on 
the oral performance of BHEL, during •1990~-1996. A number of 
physical and financial parameters, that is, turn over 
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(sales), profit, networth, capital employed, value added and 
different accounting financial ratio has been used to 
critically appraise and assess the performance of BHEL. 
Table No.1 presents a detailed profile as regards the 
sales, total earnings. operating profits depreciation, 
interest, gross profit, profit beofre ta;-; and profit after 
ta;;, dividend and retained profit. It is discernible from 
the table that BHFL's sales performance has been 
satisfactory during the period under review. The total sale 
:in I??©--?! was Rs,31536 millions which has increased to 
Rs.48335 millions-in 1996 showing a rise of about 53.3 
percent, spectecular growth in just 6 years speeks volumes 
about the sustained and steady turnover,, If the figure of 
turnover js analysed annually then it is observed that in 
1995-96 the rise in turnover accounted for 18.1 percent over 
1994-95, 15.E percent growth recorded in previous year, that 
i s, 1994-95. The g r owt h in in come and in s t o ck ac coun ted f o r 
14.3 percent and EH. 6 percent respectively in 1995--96 over 
1990-91. 
The gross profit of the company has grown by 69,5 
percent during the period under reference, profit before tax 
and after tax have grown by 11,3 percent and 84.9 percent 
respectively during the period under study. The profit 
before ta;-; of R5.58P3 millions in 1995-96 was almost 60 
percent more than that of Rs„3651 million achieved in the 
pr eV i 0U5 year, i.e„ 1994-95. 
Even the post tax profit of Rs,3502 millions in -1995-96 
was .increasing by nearly i49 percent over that of R5»-1409 
million in the earlier year. It means the company's payments 
i n te rms of ta;•; has not been in c: r eas ing in commensu ratte wi th 
profit similarly on the counts of dividend and retained 
profit? the growth is nearly 49 percent and 30 percent 
respectively during the period under review. 
The total number of employees in E-iHEIL during •1991-96 
has been showing a declinging trend •"- from 72620 in •1991 y 
Jt has come down to 67133 in 1996 -- a decline of about 7.6 
per cent. The reason of this decline in number of employees 
has been attributed to modernization and use of advanced 
computer manned technology. Moreover, the BHEL's 
recruitment and selection policy has also been stringent 
mainly focussing on the employment of skilled personnel.. 
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Table - 1 
Profitability Profile of BHEL (1990-%) 
Particulars Growth 1990-91 1991-92 1992-93 1993-94 1994-95 1995-96 
TrendsiA) 
Sale of products s 
services to customers 53. 
Other income 
changes in stock 
Total earnings 
Materials 
No. of Eemployees 
Personnel payments 
Other mfg.,admin J 
* j . 
31536 
2205 
1032 
34773 
17216 
4924 
33308 
2743 
394 
35657 
15901 
72620 
4662 
35083 
2744 
695 
38552 
18016 
71446 
5375 
35537 
2986 
137 
38660 
17374 
70464 
5608 
40942 
3297 
615 
44854 
19910 
68932 
6617 
48335 
3093 
2259 
53687 
23879 
67133 
10366 
SelliriQ expenses 
Outgoings betore-
intrest Mepr. 
Operating profit 
Depreciation 
Gross profit 
intrest 
Profit before Tax 
Provision for Tax 
Profit after Tax 
Dividend 
Retained profit 
— 
— 
79.2 
12.04 
69.5 
11.3 
58.2 
— 
84.9 
48.9 
30.00 
8592 
30734 
4039 
864 
3175 
1160 
2015 
1646 
369 
245 
124 
10800 
31563 
4094 
934 
3160 
1294 
1866 
366 
1501 
367 
1134 
9896 
33289 
5233 
897 
4336 
1246 
3090 
1756 
1332 
367 
965 
10507 
33489 
5171 
902 
4269 
1096 
3173 
1804 
1369 
367 
1002 
12514 
39241 
5613 
923 
4690 
1039 
3651 
2242 
1409 
367 
1042 
11522 
45767 
7920 
968 
6952 
1129 
58E3 
2321 
3502 
490 
3012 
Source: Annual Reports of BHEL 1995-96 
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Table S gives a detailed accounts pertaining to the 
assest of BHEL during the period •1990--96,, The total block 
capi. ta 1 of BHEL in 1990--9 1 was Rs . 14081 mi 1 ]. i ons whi i t l-i 
;inrreased tn R s , 19310 millions 1995-96 representing 37„2 
Dercent growth. However,, the growth in net block capital is 
not in commensurate with the gross block capital owing to 
the accummulated depreciation over a period of time. The 
growth in investment is s pe ct :i. cu lar during the period under 
reference accounting for 34 percent, the total net assets 
accounts for 4f'»3 percent growth during the period under 
r e V i e w „ T' h e t a b 1 e f u r t h e r r' e v e a 1 s t hi a t t h e tot a 1 n e t a s s e t s 
of the company is growing steadily,. 
11 i s d i s c e r n i b 1 e f r o m t a b 1 e 3 t hi a t g r o w t h :j. n r e s e r v e 
and su r pi II s y ne t worth of the company have been quite 
convincing,, In 1990--91 the reserve and surplus of the 
company Rs„59P0 million which increased to Rs»13017 millions 
i n 19 9 5 ••• 9 6 , w h i c hi i s j u s t m o r e t hi a n 10 0 p e r c e n t r i. s e 
similarly thp increase in net worth of the company a just 
d o u. b I e 0 V e r a p e r i o d o f t i m e u n d e r r e f e r e n c e t hi a t i s f r o rn 
R 5 „ 8 3 6 8 millions in 1990 91 j. t hi a s increased t o R s „ 1488 5 
millions,, Value added in the company also shows nearly 100 
per cent increase during the per:i.od under rev:tew that is 
from Rs,, 11741 millions it has gone upto Rs.,H1695 million in 
"5'^*?•••> '^'^•' fh*^ ' growth in capital employed in the company also 
follows in the same trends as that of value added. 
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Table - II 
Assets Profile of BHEL (1990-96) 
(Rs, in MilliDns) 
Particulars Growth 1990-91 1991-92 199P-93 1993-94 1994-95 1995-96 
Trends(X) 
Gross block inci. 
rapitalWIP 
Less accumulated 
depreciation 
Net block 
(mfl. capital WIP) 
Investments 
Current assest S-
loans and advances 
Total net assets 
Porrowings 
Current liabilities-
and provisions 
Total liabilities 
37,14 
— 
12.50 
33.70 
— 
42.30 
— 
— 
34.50 
14081 
79B7 
6094 
3061 
37079 
46254 
7772 
30117 
37889 
15266 
8901 
6365 
3081 
39969 
49415 
13762 
28360 
4E122 
16308 
9771 
6537 
3084 
42697 
52518 
15077 
28725 
43802 
16986 
10627 
6359 
3194 
45427 
54980 
13839 
32089 
45928 
17968 
11528 
6460 
3370 
51442 
61272 
10760 
38968 
49728 
19310 
12456 
6854 
3370 
55608 
65832 
8822 
42125 
50947 
Source: Saine as tafale-l, 
•14; 
Table - III 
•Growth Net. yorth ot BHEL (1990-%) (Rs. in mihon) 
Particulars Growth 1990-91 1991-9E 199E-93 1993-94 1994-95 1995-96 
Trends 
Share capital — 2448 2448 E446 2448 2448 2448 
Reserves S surplus — 5920 7055 8019 8965 10007 13017 
Deferred revenue- — — -2210 -1751 -1311 -911 560 
expenditure 
Net worth (LessiDRE) — 8368 7293 8716 10102 11544 14885 
Value Added — 11741 12967 14162 15317 17606 21695 
Capital employed — 16140 21055 23793 23941 22304 23707 
Source: Same as tatle-1. 
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Ratio analysis is an important tool to apperance the 
financial performance of an enterprise it is as a matter of 
fact used as a device to analyse and interpret the 
financial health of enterprise. The analysis is made from 
the financial statement of the company keeping in view the 
utility of ratio analysis. Table 4 has been prepared to 
present some of the important ratios of the company during 
the period 1990-96,, The first ratio is the operating profit 
to net assets ratio which, in fact, present the relationship 
between the operating profit and net assets. 
It indicates the percentage of net assets to the 
operating profit. Obviously higher operating profit ratio is 
the yeard stick of effective operation of the company. It 
js discernable from the table that the BHEL's operating 
efficiency quite satisfactory-recording 1E.5 percent in 
199!^ >-96 from 8.7 percent in 1990-91. The second ratio which 
has been presented in the table is gross profit to capital 
employed which is also showing increasing trend. Earning per 
share is considered the real indicator of the growth of the 
company. Table reveals that an increase of 149 percent has 
been witnessed in the earning per share- from Rs.14.3 in 
199 5-96 in comparison to Rs.S.S in previous years. This 
fact has been achieved despite the fact that the company is 
operating in a fiercely competitive market characterized by 
1 i quidi ty crunch , high inte r GS t rates ar)d es ca 1 at i on in the 
cost of inputs etc. It is heartening to note that net worth 
of the company is also showing an increasing uppish trends 
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during the period under reference. Equity ratio and current 
ratio are the solvency and working capital ratios 
respectivley which indicate the ability of the concern to 
meet its long obligations and the liquidity position of the 
company. From the table, it is indicative of the fact that 
the company's ability to meet the obligations and liquidity 
positions are sound enough. 
Memorandum of Understanding and BHEL's Operational 
Performance 
BHEL, right from the inception, has successfully 
achieved the broad based goals and targets set out in the 
memorandom of understanding (HDU) signed with the government 
of India. In the year ••i995"96 BHEL has been rated e>;cellent 
for the seventh year in succession with the overall 
improvement and study growth in all the areas, chiefly the 
financial turnover, export turnover, new products 
contribution towards total earning and spares turnover etc„ 
Personnel payments increased this year due to salary and 
wage revision and payment of arrears. However, these were 
by and large offset by the write back of provisions made in 
the earlier years. Provision has been made for retirement 
benefits to employees with retrospective effective, in 
accompliance with the new mandatory accounting standard 
which has also resulted in an increase in personnel 
payments. 
Despite growth in turnover warranting higher inventory 
build up and the steep increase in customer out standings. 
•14t> 
cash m a n a g e m e n t w a s c a r e f u l l y r e g u l a t e d r e s u l t i n g in net 
i n t e r e s t cost being n e a r l y zero-
S i g n i f i c a n t g r o w t h in t u r n o v e r coupled w i t h e c o n o m y in 
m a t e r i a l c o n s u m p t i o n and control over o p e r a t i n g and 
f i n a n c i n g costs e n a b l e d n ot only o f f s e t t i n g the h i g h e r 
incidence of personnel payments, but also enhanced profit by 
59„5 percent to Rs.5823 million. Ta;-; liability on current 
years profit was Rs„H363 million after availing tax benefit 
on payment of wage revision arrears. 
The issue relating to exchange variation losses in 
respect of financial year •1991-92 continues to be under 
dispute with the income tax department and an appeal heis 
been lodged with CIT against the ta>; demand for Rs.2607 
million. Necessary clearence from committee of secretaries 
has also been obtained for further appeal to ITAT, if 
arranted. The ta>; demand pertaining to accured exchange 
losses has been shov^ n as contigent liability. It stands now 
at Rs.1376 million, as refunds have been adjusted against 
the outstanding demand, 
The company has recommended dividend at 20 percent on 
the paid up capital of Rs.,2448 million. 
w 
Table - IV 
Ratio Analysis of BHEL (1990-96) 
(In per cent ) 
Particulars 1990-91 1991-9? 1992-93 1993-94 1994-95 1995-96 
Operating profit to 
net assets i'/,) 
Gross profit to 
capital eiTifloyed CI.) 
Earnings per share 
Net worth per share 
Current ratio 
Total debt/equity 
BJl 
?0.f/. 
1.5 
34.2 
1.23 
0.93 
8.3/; 
17. OX 
6.1 
29.8 
1.41 
1.89 
10.07. 
19.4'/ 
5.4 
35.6 
1.49 
1.73 
9.4X 
17.9S 
5.6 
41.3 
1.46 
1.37 
9.7X 
20.3 A 
5.8 
47.2 
1.32 
0.93 
12.5A 
30.2-i 
14.3 
60.8 
1.32 
0.59 
Source". Sms as table 1. 
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BHEL's Contribution to Indian Economy 
In the face of 1ibralization and globalization of the 
Indian sconomy, business possibilities and opportunities 
cialore have emerged „ Mew investinent vistas have opened up 
i n 10 t hie var i ou s sectors o f e conorny ,. F"o r e;•;anip 1 e |::iowe r 
sectory industry sector Research and Development technology, 
e •;< p 0 !'• t p r o iTi o t i o n a n d h u m a n r e s o u r c e s d e v e 1 o p rn e n t. I h e 
company has noM^ to face global competetion from the 
following global gientss ABB. Switzerland; GEC Alsthoniv 
Franch; Ansaldo, Italy? Dutche Betacoley Germany; MHIy Japan? 
GEi, USA ; S i eriiens, Ind :i. a y De 11'l i ? R o 11 R o y c e y UiBA ; 1" ran s 
Fleet rOy Hangar y? E-'l e ct r on i c y India y Poland; L & Ty Baroda? 
Bachtely India and Raytheo, USA,, 
Against this backdropy the company is now actively 
pursuing business possibilities in many of the emerging 
111 a r k e t s e g in e n t s by offer i n g c u s t o m e r s a c: o m b i n a t i o r\ o f 
various options like arranging financial packages on a 
limited scale, equity participation, consortium approachy 
joint ventures etc. While these have resulted in some 
successy the company has initiated various in house measures 
aimed at reducing cycle timey bringing about higher 
productivity in its operations improving quality and 
becoming more responsive to the needs of the customers to 
enhance its competitive edge. For improvement in selected 
areasy business process re-engineering techniques are also 
being fostered as a management initiative. 
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Having attained ISO 9000 certification, BHEL is now 
pmbarking upon the total quality management for its 
operations. BHEL has adopted the European Quality Model 
(EOM) of European foundation of quality management. 
The company's contribution of different sectors of 
economy is briefly discussed in the following paragraphs: 
•1. Power Sector 
In the face of stiff global competition and deferment 
of certain major projects in Flower Sector, Orders worth over 
Rs.16600 million were secured for main plant equipment, 
spares, erection and overhauling services. Hajor orders 
included HxPIO liW Unchahar Thermal Power Station, an ADB 
aided project from MTPC, 2;;125 MW Surat Lignite Thermal 
Power Station, and 160 MW Baroda expansion combined cycle 
power plant from GIPCL, 2x4.5 MW Narainpur hydro electric 
project from MPCL and 1x6 MW Bhadra Hydro electric project 
from KPCL. 
Power Sector contributed a turnover of R5.23920 million 
-- 49 percent of Company's total turnover. The company added 
?0 sets totalling 974 MW to country's installed power 
generating capacity during the year. This included 8 sets of 
gas based combined cycle power projects aggregating 213 MW. 
Sets supplied by BHEL now account for 53,510 MW or 65.3 
percent of the country's installed utility power generating 
capacity Commissioning of 210 MW thermal sets at IB Valley 
II, Orissa, Mejia I - West Bengal and North Madras III in 
Tamilnadu and 500 MW Talcher 2 (boiler only) were notable 
projects executed. 
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Plant load factor (PLF) of BHEL thermal sets at-• 63., 1 
percent was the highest ever and was 0.8 percent hxhger than 
the national average. The Operating Availability (OA) of 
PHEL made 500 MW and 200/H10 MW sets. which form the 
backbone of the country's power generating capacity was 90 
percent and 8?.5 percent respectively. Overall, OA of BHEL 
supplied thermal sets at 79,9 percent was the highest ever 
a c h 3 e v e d . 
F!HFL supplied 5 0 0 MW unit at R a m a g u n d a m S P S a c h i e v e d an 
impressive m i l e s t o n e when it operated u n i n t e r r u p t e d for a 
record period of 4 1 3 d a y s . 
B H F L o v e r h a u l e d 7 6 thermal u t i l i t y sets (including 5 
non EtHEL sets) equivalent to 14335 MW during the year. 
T h e I'' m a 1 s p a r e s w o r t h R s . 3 0 3 0 m i l l i o n w e r e a 1 s o s u p p 1 i e d . 
T r Q m ba y Power B t a t ion e qu i p p e d w i t h B H E L built 5 0 0 M W 
pets and 180 MW combined cycle plant won the p r e s t i g i o u s 
international "1995 Power Plant Award" of USA, This was 
presented also to BHEL as a major participant in the 
project. Better performance of BHEL sets has been due to 
continued prompt and efficient service from manufacturing 
units and regional centres. More attention is being given 
for retrofitting, uprating, renovation and service of power 
plants. An order from NLC for power plant improvement (PPI) 
booked by a consortium of BHEL and Siemens AG is under 
execution. 
Severe resorce crunch t•• ^ 
^riuich faced by SFHc r,r.^  
'y i^t.B5 and power projects 
led to mounting outstanding duP- f m ^ 
-^ '.J uuc^ j-rom power project 
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customers (particularly from APSEB, HSEB, PSEB, RSEB and 
GEP) and the resultant shortfall in cash collection exerted 
severe pressure on the Company's ways and means position. 
?. Industry Sector 
The Industry Sector business segment of BHEL covering 
transmission, transportation, defence and various industries 
:iike petrochemicals, refineries, fertilisers, metallurgical 
plants etc. has been growing steadily at around 21 per cent 
per annum over the last five years. This business segment 
now accounts for about half the company's turnover. During 
1995-96, orders for Rs.21920 million were booked in this 
sector recording an incree^se of 31 per cent over the 
previous ye^ar. 
BHFL retained its market leadership in products like 
Motors, Captive Power Plants and Co-generation plants 
encompassing Gas Turbines, Steam Turbines, Heat Recovery 
Boilers etc. International gaints executing orders in India 
are sourcing these equipment from BHEL. Some of the major 
orders booked by the industry sector include 2;;130 MW Power 
project order from Jindal Tractable Power Co., 6 nos. of 
Fr.6 Gas Turbines and HRSGs from Reliance Industries, 18 HW 
STG «. 200 TPH boiler from IFFCO, Phulpur, 140 TPD Chemical 
recovery boiler from Hindustan News Print Limited-
In addition, orders from IFFCO, GAIL, IDC, PDIL and 
Reliance Industries have been received for various products 
3 ike compressors, heat exchangers and pressure vessels, 
diesel generator sets etc.BHEL enhanced its business in 
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+ • th,- ctrinnpnt ouality standards and Defence Sector meeting the btfingeni. qu<=ii.i.uy 
could secure orders for nearly Rs.EOOO million. 
During •1995-96, Industry Sector products contributed 
R5.P4415 million towards turnover, 51 percent of Company's 
total sales. Nine Industrial Captive Power Plants 
aggregating 207 MW were commissioned. 
While growth opportunities in this business sector ^re 
on the increase, funds constraint has become a feature even 
here and customers are looking for financial packages in the 
form of lease or debt financing. For the first time, BHEL 
is poised to bag and order for supply of 53 AC/DC Locos 
worth more than Rs.3500 million from Indian Railways under a 
lease financing scheme. The business of leasing is likely to 
increase and E<HEL. is gearing up to meet this requirement. 
3. Export Operations 
BHEL made its entry into Omanese market by bagging an 
order for a 30 MW \'3as Turbine based power project. Other 
major orders received during the year included large 
capacity auto transformers from Malaysia. Disc insulators 
from Egypt, High pressure Valves and Mark IV control panels 
from USA etc. Total orders received from the export markets 
were Rs. M O O million. 
Country's highest rating advanced Gas Turbine of 150 MW 
(2nd unit) was successfully manufactured to International 
Standards and was despatched. With the supply of this gas 
turbine, BHEL has established expertise in the manufacture 
of intricate, high technology hot path components like 
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discs, blades, shafts etc., thus joining the select band of 
rompanies from advanced countries. 
Other major export orders completed included Traction 
generators and Hotors for Sri Lanka and Bangladesh, DC 
motors for Indonesia, Transformers for Malaysia as well as 
Hydro sets synchronised for the Sungaipiah Power House in 
Malaysia. 
BHEL has successfully completed the rehabilitation job 
of modernising 12 power boilers in Malaysia including fuel 
conversion from oil to gas. 
Total export turnover (Physical+Deemed) during the year 
•1995--96 wa s R s . S420 million. 
4. R & D and Technolgy 
An amount of Rs.500 million M^ as spent on in-house R A 
D programmes, focussing on new products/system development, 
reliability and product improvement and import 
substitution/cost reduction. Commercialisation of products 
d e ve 1 oped by iri -hou se R &D r esu 11ed in a tu m o ve r Rs „ 4580 
million in •1995--96. Major R & D achievements include. 
Design d e v e 1 o pm en t o f t h e f i r s t en v i r- o n m e n t 
freindly circulating fluidised bed combustion 
<CFBC) boilers of rating 175 t/hr for M/B Sinar 
Mas Ltd., and 2 x 390 t/hr for M/S GIPCL, based 
nn technology absorption from M/S LLB, Germany. 
Such boilers result in low pollution due to low 
g rade coals and 1i gn i t e s. 
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Uprating of Kalinadi Hydro Generators 135 MW to 
•150 MW and Kotla & Ganguwal hydro plants from E4 
MW to 28 MW each by optimisation of runner and 
flow path. This resulted in addition of generating 
capacity at these stations at a very low cost. 
Modernisation of ]?. power boilers in Malaysia with 
better controls and instrumentation with fuel 
ronversion from oil to gas involving life 
assessment and re-construction of the boilers and 
au;-;i 1 iar ies . 
Development and supply of 5000 HP, AC/4600HP DC 
loco with improved features like higher speedy 
better acceleration and dynamic braking for energy 
savings,, These locos can operate either on Ac or 
on DC power and meet the specific requirement of 
Indian Railways. 
Development of 145 KV gas insulated sub station 
which is under certification testing at CESl y 
Italy. Demand for such system is emerging in big 
cities due to shortage of space. 
Design development of EHV transformers with Rib 
Shield Winding minimising braced joints resulting 
in reduction of cost and manufacturing cycle with 
improved reliability. 
Development and manufacture of India's large&t 
rating 2900 KW 6.6 KV. S pole induction motor for 
F'ssar, Gujarat. 
.-tec; 
1 .J ,r 
BHEL is also working on f utur i r..T,i c i.«^-<' ^ 
like fuel tells and super conducting generators. A 
super conducting high gradient magnetic separator 
•is being developed for purifying clay for M/S 
English India Clay Ltd,,, Trivandrum. 
BHEL. engineers were awarded the pi't^ st i gious 
DSIR 1995 award for efforts in pollution control 
and the 1995 NRDC award for development of an 
electro polisher for application inresidual life 
estimation of boiler components. 
- To provide Electrical Machines of state-of-art 
technology, EtHEL entered into a collaboration with 
Siemens AG, Germany,. These hihgly reliable, energy 
e f f i c i e n t, a p p1i c a t i o n s p e c i f i c an d low 
maintenance machines would be used in power 
stations, refineries, steel, petrochemical,, 
fertiliser and cement industries, 
5. Human Resources Development (HRD) 
Harmonious and cordial industrial relations continued 
during the past so many year. Peaceful industrial relations 
were fostered by the apex level Bipartite Joint Committee 
which met on 6 occasions and Shop and Plant Councils at the 
units which held 344 and 34 meetings, respectively. Mandays 
^ost as a percentage of mandays available was only 0,S1 
percent. 
Wage negotiations in apex Joint Committee level, 
continuing for the i;a'-t t,,„ 
J tne .a.t two years were successfully 
156 
completed resulting in a new wage agreement with effect from 
Jst ,3anuary'92 valid for a period of 5 years. With the issue 
of Government guidelines regarding salary structure for 
PKPCutives and supervisors, salary revision has been 
f i n a 1 i s e d f o r s u p e r v i s o r y a n d e ;•; e c u t i v e c a d r e s a 1 s o ., 
Overall manpower strength a\t the year end was 67133, 
showing continuous decline over the years„ Fresh induction 
:i 5 limited to prof ess i onal/sk i 11 ed personnel required in 
c r i t i c a1 a r e a s, 30,48 percent p o s t s were f i11e d u p d u r i n g 
the year by SC/E>T candidates as against the prescribed 
EE.5 percent thereby bringing the proportion of SC/ST 
employees m the total manpower to 16.H7 percent and 2.66 
percent respectively as against 16,05 percent and H.51 
percent reported last year. 
34407 employees attended various training 
programmes/courses in India and 3E employees were sent 
abroad for training. Besides, 6040 trade apprentices were 
p r o V i d e d t r a i n i n g u n d e r t h e A p p i- e n t i c e s . 
C o n c l u s i o n s 
From the foregoing discussion, it may be inferred that 
the BHEL has been pursuing line and staff type of 
organiitation with unaltered structure over a span of more 
than four decades. It is also clear from the study that the 
PHFL has now emerged as a powerful public sector unit by 
adopting to the changing needs of the market. The 
organ:! zational structure obtaining m the BHEL seems to be 
w^^n eguiped and up to the mark with continued emphasis on 
rievelopment expansion and diversification,, 
CHAPTER - IV: 
PERSONNEL MANAGEMENT 
PRACTICES IN BHEL 
POLICIES AND APPUCATIONS 
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CHAPTER - IV 
PERSONNEL MANAGEMENT PRACTICES IN BHARAT HEAVY 
ELECTRICALS Ltd. (BHEL) POLICIES AND APPHCATI0N<3 
Introduction 
In the previous chapter, a comprehensive accounts 
pertaining to organization, growth and working of BHEL was 
analytically presented. The main highlights of the chapter 
were critical appraisal of financial as well as physical 
performance of 'BHEL. The present chapter constitutes the 
core and foca 1 part of the study. 11 provides a detailed and 
V i y i ri a c c: o u n t o f p e r s o n n e 1 m a n a g e m e n t p r a c t i c e s , p o 1 i c e s a n d 
a p p l i c a t i o n in B H E L . 
The year 1956 is a hallmark in the Indian Public Sector 
h i sto ry, when the gove rnment of Ind ia de c ided to set u p 
Heavy Engineering Industry. This decision was purely made in 
the wake of industrialisation. Heavy Ellectricals India 
I imited (BHEL) was the first heavy electrical unit of the 
country which was established at Bhopal. Within a span of 4 
decades, the BHEL has grown into manifold as one of the 
largest engineering and manufacturing organisations in the 
country with 14 manufacturing plants (as at the end of 
1995) and maching service divisions. At present BHEL offers 
wider spectrum of products and services in the field of 
p 0 w e r an d i n d u s t r y. 
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According to the latest BHEL's Annual Report of 1994-
95, the financial as well as physical indicators present 
excellent trend despite operating in a cut throat 
competitive market. The thorough scanning of BHEL Annual 
Reports shows that the turnover in •1994-95 increased by 
"•15.E percent,, profit before ta>; (PBT > by -15.'1 percent" 
FH^ )wer Sector has also handsomely contributed a turnover of 
Rs.20033 million, i.e. nearly 50 percent of the total 
turnover of the company . Industry Sector Eiusiness segment 
of BHEl which covers transmission, transportation, defence 
and various allied industries have also presented better 
picture during the years under review.. Dn the exports count, 
the performance is spectacular. BHEiL has also maintained its 
continued supports to ancillaries and some small scale 
industries on a large scale. One of the most significant 
activities of E<HEL. is its R & D programmes focussing upon 
d e Ve 1 o pment of tiew and inno vat i ve pr odu ct s , 
In sum, BHEL has been progressing tremendously by 
rationalizing itself to meet the changing socio economic 
milieu the world over. In this regard, it is pertinent to 
p 0 i n t 0 u t h ere t h a t BHEL. is also trying its lev e 1 b e s t t o 
ensure continued development of competent managerial 
personnel and make best use of both the human and material 
resources of the business. 
•1 . Annual Reports of BHEL, •1994-95 and •I995 96. 
?. Ibid. 
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This chapter is designed to highlight the personnel 
policies and practices of BHEL. The chapter will critically 
analyse the following 
1. Personnel organisation in BHEL-
2. Recuitment policy; 
3. Promotion policy; 
4. Transfer policy and benefits; 
5. Training and management development? 
6. Industrial relations and welfare; 
7. Fconomic benefits (Pay & allowances); 
8. Non economic benefits; 
9. Policy as regards 
a. F-estival advatnce, b, cycle advance, and 
advances for purchase of two and four wheeler 
and building houses etc. 
10. Policy regarding Awards and incentives; and 
11. Other schemes of Welfare. 
Right from the begining, BHEL has been according 
increasing tremendous emphasis on the need to build up a 
strong and reliable manpower base to conduct the high 
technology business of heavy electricals, appliances and 
machineries. A manpower resource in its wider connotation 
includes the personnel with multidiscipiinary skills who 
work with a multifarious purposes and motivation and self 
discipline along with creativity and innovative inputs,, 
1- Personnel Organization in BHEL 
The corporate personnel objectives as per the company's 
co r p0 r at e pi an i. n c 1 udes t he f o 11 owing s 
1. To evolve a participative conditions and job 
satisfaction to ensure good working conditions 
and job satisfaction to all employees with 
reasonable wage structure commensurate with their 
performance, career advancement and goodwill 
amongst all employees, and respect for the human 
:i n d i v i d u a 1 . 
'P\ To ensure continuous development of competent 
mana.g e r :i. a 1 p e r s onn e 1 and mak e be s t u s e o f bo t I'l t h e 
'riuiTian and mat e r' i a 1 r e s ou r c e s o f th e bu s in e s s . 
3 T 0 i n v est i n h u ITI a n r e s o u r c e s d e v e 1 o p ITI e n t , 
s u s t a i n e d r e s e a r c: h and d e v e 1 o p m e n t. s t rive f o r 
excellence in management and other long range 
a c t. i v i t i e s t o e n s u r e a 1 e a d e r s h i p s t a t u s f o r-
BHEL, „ 
4, In line with the changing environment, BHEL is 
a 1r e ad y o r g an i s i n g we11 along bu s i n e s s 
sectors. In this framework, the manufacturing 
divisions would continue to be the main activity 
(•  e n t res w i t |-i i n t h e o r g an i 7 a t i on „ T h e bu s i n e s s 
groups would have an integrating role in all 
marketing activities and ensure that 
plans match with national plans,, To this extent, 
the organijiation would move towards a matrix form 
of working,. 
8, 
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The most significant implication is the need For 
reorienting personnel function and associated 
policies. Emphasis in the next phase of growth 
would be on wider partcipat ion and improved 
teamwo rk. 
To assist in a long term manpower planning and 
l-'i ij m a ri r e s o i..jr c e s d e v e 1 o p ni e n t e;-; e r c i s e , a n a u d i t o f 
PMii sting manpower will have to be carried out.BHEL 
critically looks at the skills and 
quanti f i cat :• ons of existing staff and make use 
0 f t h e m 10 e n s u r e a v a i 1 a b i 1 i t y o f t h e r i q h t m a n 
for the right job at the right place.. 
All important personnel policies e.g. induction, 
1" e n u m e i" a t i o n , p i" o m o t i o n , t r a n s f e r a n d a p p r a i s a 1 
e t c . are be r e v i e w e d a n d a d o p t e d to m e e t t h e 
r h a n g i n g n e e d s o f t h e o r g a n i :•: a t i o n . 
Training and management development receive 
u t n-i o 51 p r i o r i t y , a s B H E L. in o v e , t o w a r d s in o r e 
advanced technologies and software to sustain a 
d e s i r a b 1 e g r o w t h r a t e . T h i s w o u 1 d e n s u r e 
a stBady supp1y of trained manpower to meet the 
organ i;K:ational requi rements . 
Ba ck ed by a mo r e pa i-1 i c i pat i on style o f 
management, BHEL plans to work towards more 
c0iist ru ct i Ve 1 abou r re 1 at i ons . 
To achieve the objectives, the personnel function 
in BHEL. headed by a full time functional Director, 
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is organized to develop a style of personnel 
management best suited to an industry of this type 
in public sector and to bring about an increased 
sense of belongings and team spirit amongst the 
employees., In keeping v^ i^th corporate policy of 
"central ii:ed policy making and decentralized 
administration", the personnel activities arB 
performed at two tiers, namely, the corporate 
level and the united leveled,, Decision on 
personnel matters are affected through a 
hierarchy of advisory/decision making bodies. 
The following is the general framework of the 
functioning of the EiiHEL's corporate and unit personnel 
depatrtments. The primary function of the corporate personnel 
department is to evolve policies on all aspects of Human 
F^esources Hanagement in the company; to co-ordinate the 
requirements of personnel for all company cadres such as 
Fngineer/Executives, Trainees; to monitor the administration 
of the company's policies in the units and adopts such 
measure as would enable the company to achieve its corporate 
goals in the area of human resources management. 
A typical organizational structure of the unit 
personnel department is shown in appending chart IHrd. The 
principal features of the structure is the "Matri;-; Concept". 
The General Manager/Dy. General Manager (administration 
is in over all charges of all the functions related to 
personnel administration, and to head of personnel 
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department. reports to him. They are responsible for the 
e^ffective administration of all facets of the policies and 
practices of personnel management in the units. To ensure 
that service is rendered by the department to all the 
functional groups (Operations/Engineering/ Adminsitration ) 
to their satisfaction personnel cells are attached to each 
of the f u. n c t i o n a 1 h e ad s . Ea c h o f t h e s e eel 1 s is he ad e d b y a 
ro--ordinator who is responsible for co-ordinating all the 
personnel matters related to his cell, in additions to 
making his expertise/knowledge in a specific function 
a V a i1a b1e t o a11 t h e o t h e r functional personnel cells. 
The head of the personnel department in the unit also 
has a dotted-line relationship with the director 
(personnel) at the corporate level on all policy matters so 
that commonality of approach is ensured on such matters. 
P. Recruitment Policy 
F^ecruitment policy, in a plane language, emphasises the 
advanced planning for man power requirements. The practice 
of recruitment and development of personnel in any 
organization are conducted with the following objectives! 
1. To plan and budget the manpower requirements with 
requisite, qualification, skills, aptitudes, 
merits and suitability in accordance with the 
0rganizal iona1 requi rements. 
?. To ensure better availability of personnel in each 
of its functional areas. 
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3. To pinpointedly focus on the placement of employee 
in jobs who are best suited: physically^ mentally 
and tempramentally. 
4. Adoptability and fullfilment of the Socio-economic 
commitment of the government towards the growth 
and development of unpriviledged class of the 
society; and 
5. Finally, to present itself as a most efficient and 
productive model system for the guidance and 
emulation by other enterprises including private 
sind pu b 1 i c sectors. 
Under the recruitment policy, the Resesircher would 
critically study the following significant organs of 
r e c I" {1 i t iTi e n t p 1 a n s a n d p r a c t i c e s s 
A ~ P o l i c y r e g a r d i n g r e c r u i t m e n t p l a n s ™ 
B - P o l i c y r e g a r d i n g i n d u c t i o n l e v e l s 
C - M a j o r s o u r c e s of r e c r u i t m e n t . 
D- M o d e and m e t h o d s of r e c r u i t m e n t „ 
E - P o l i c y r e g a r d i n g p r e f e r e n t i a l t r e a t m e n t . 
F' - Pro c e d u r e. I d e t a i 1 s „ 
G ••• S e 1 e c t i o n c r i t e r i a ,. 
H - M e d i c a l f i t n e s s , 
I - P r o v i s i o n r e g a r d i n g R e employment of Ex--BHEL 
personnel. 
A - R e c r u i t m e n t P o l i c y 
BHFL has a well defined recruitment plan, which 
primarily lays stress on the advanced planning for man power 
requirements. It has also an extensive rolling plans which 
166 
a.re made on three year basis by the units for their 
r B q u i r e m e n t s . 
B- Policy Regarding Induction Level 
Job Specification for induction levels of executives 
and non executive s^rB clearly mentioned in various by-laws 
of the organisation. The requirements of post is normally 
met from amongst the employees of the company. However, in 
exceptional cases where the due skill and experienced 
employees are not available internally, recruitment to the 
posts at other than induction levels may be made to the 
prior approval of the corporate office. While in the 
e X e c u t i V e cadre, i n d u c t i o n is n o r ma 11y of grade E by 
1 
absorption of executive trainees or Engineers Trainees on 
their satisfactory completion of training induction levels 
for non executive category in group A (Technical) and group 
P (Non Technical) are direct recruitment in their respective 
categories as per the by -laws of the organization,, 
Induction in grade Bill is normally by absorption of 
commercial apprentices on satisfactory completion of their 
apprentices under apprentices Act •196-1. 
C- Major Sources of Recruitment 
The major sources of recruitment to be made by BHEL, 
includes employment exchanges, advertisement in open market, 
departmental candidates with requisite qualification, 
conducting interviews at different reputed technical 
Institutes and Engineering colleges. Management Institutes, 
by absorption of deputat i oni sts from the Ontral and States 
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government and also Public Sector Undertakings. In this 
regards BHEL also approachs the well- recognised 
Associationsr Agencies who maintain ragisters of suitable 
persons in different skills and specialty. This particular 
source of recruitment adopted by BHEL is meant basically to 
promote the interest and welfare of scheduled casts and 
5 c h ed u 1 ed t r i be s - e K-- s e r v i c e men and o t h e r s i in i 1 a r-
categories. 
D- Mode and Methods of Recruitments 
The mode of recruitment is adopted by )3HEL in case of 
f.killed semi-ski 1 led V unskilled and supervisory levels. The 
post falling u n d e r t h i s c a t e g o r y s h o u 1 d b e f i 11 e d b y o u. t 
5-ide recruitment with proper notification in the manner as 
provided in relevant Act and Orders issued from time to 
time. The sources of recruitment for the post in executives 
and senior eKecutives caders ars purely the jurisdiction of 
the competent authority depending on the requirements of the 
Po51. For ('• ecrui tee trainees and appr ent i ces , BHEL adopts 
the pr o V i s i 0ns of apprent ices Act and as conteITIplated in the 
approved yearly Manpower Budget and Recruitment Plans. 
•''^" •f-'"''^- 'B" groups of salary grades i.e. (Non-
technical), the BHEL has the policy of making direct 
recruitment in the categories of Stenographer,- Assistants, 
Staff Nurses etc. 
F - Policy Regarding Preferencial Treatment 
In order to fall in line with the national objectives 
for upliftment of socio-economic status of those belonging 
•!6'' 
o t h e r s for post at i n d u c t i o n l e v e l s s o u g h t to be f i l l e d rrom 
t. h e o p e n in a i-1-; e t- o r t. h r o u g I'l a n y o t h e i- s o u r c e o f r e c r u i t rn e n t 
p o r v i d e d t h a t t h e y h a v e n o t be e n c o n s i d e r e d a n d r e j e c t e d for 
a s i m i l a r p o s i t i o n in a n y of the u n i t s / d i v i s i o n s of the 
c o m p a n y in the c o u r s e of one year p r e c e d i n g the t i m e of 
r Li r'!" e n t r e c; r u i t m e n t „ T h e p r o s p e c t i. v e c a n d i d a t e s s h o u 1 d h a v e 
a q e m o r e t h a n 18 y e a r s w h i l e the u p p p e r l i m i t is to be 
d e c i d e d by the o r g a n i s a t i o n y n o r m a l l y n o t e x c e e d i n g 5 8 
years,, However, in exceptional cases y a person who is of age 
more than 58 years may also be considered by the competent 
a u t h o r ;i. t y i f s u c l"i a i") p o i n t iTi e n t i s i n e v i t a b 1 e „ 
G~ S e l e c t i o n C r i t e r i a 
In order to make proper and sui t a b l e s e l e c t i o n of a 
personnel in Bl ne r e a I" e S e 1 e c t i o n B o a i- d s w h i c |-i are 
constituted by the a p p o i n t i n g a u t h o r i t y / personnel h e a d s to 
conduct testy i n t e r v i e w s for the d i f f e r e n t postsy in the 
compan y . F'or s e l e c t i o n to the post in the senior e x e c u t i v e s 
level and other common e x e c u t i v e cadersy the S e l e c t i o n Board 
:i s const. i t u t e d I'ly c o r po rate of f ice. Fo r sole c t- i on to the 
post falling w i t h i n the purview of the unit m a n a g e m e n t y The 
Un;it SSelection B o a r d s are c o n s t i t u t e d . 
A It 0 f f i c e r h a i 1 i n g f i- o m S C and S T i s a 1 s o a s s o c i a t e d 
with S e l e c t i o n Board if the selectiony interaliay is for the 
pu !'• pose of r e c ru i t :i.ng c a n d i d a t e s be 1 onq i.ng to SC and ST „ 
When there are more than one u n i t / d i v i s i o n of the c o m p a n y , 
Cen t ra 1 Re c ru i trrieri t Commi 11ee c os i s t iirig of r e pr e sen tat i ve s 
of these d i v i s i o n s is constituted to conduct r e c r u i t m e n t and 
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selection to category common to these divisions. This 
committee is constituted by the Corporate Personnel 
Department in consultation with the respective divisions. 
An offer of appointment is issued to the selected 
candidates in the prescribed formate which is signed by the 
appointing authority or the officer to whome the power is 
delegated in his behalf. Normally a person to whom an offer 
of appointment is made is accepted to join the services of 
the company within 30 days from the date of issue of 
appointment offer. However, an extension of date of joining 
may be given by competent authority. 
H- Medical Fitness 
Medical examination is a part of the selection process 
for 5ill suitable <-iippl i cants in some companies,, It is 
conducted after the final decision has been made to select 
the applicant concerned for the job. In special types of 
jobs a medical test may, hOM^ever, be 'j^ry necessary in the 
selection process itself. 
For example, where the ability to distinguish colours 
is required of the applicant, a medical test can disclose 
whether the applicant possesses this skill. The objective 
of such medical examination is obviously to see that the 
applicant is medically suited for a particular job. When 
this medical examination is conducted by in--plant medical 
personnel, they &ris more valuable to the applicant than when 
done by a physician having less knowledge of the company and 
:its working conditions. Such a medical examinalinn can also 
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often predict future major problems involving serious 
surgical conditions and prolonged treatment which would 
involve the company into the obligation to pay the medical 
e ;•; p e n s e s „ 
The medical can give information, interalia, of the 
following types? 
•1. Whether the applicant is medically suited for the 
specific job? 
P, Whether the applicant has health problems or 
psychological attitudes likely to interfere with 
work efficiency or future attendance? and 
3. Whether the applicant suffers from bad health 
problems which should be corrected before he can 
work satisfactorily (such as need for spectacles),. 
Fxcept in special cases and for special 
recruitment applicants are not rejected on physical grounds 
unless the applicant is suffering from catagories diseases 
or incurable diseases or comple;-; emotional problems. 
As per the medical examination rules of the company, 
every candidate appointed to the post of the company is 
required to undergo a medical examination by the company's 
medical officer to testify the medical fitness standard 
prescribed under the medical examination rule of the 
company. 
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(I) Provision Regarding Re-employment of Ex-BHEL 
Personnel 
yhile prior employment in BHEL does not give any 
preferential right, the company may, whenever considered 
appropriate, give re-employment to its e;;-employees subject 
to the rules mentioned here unders 
The head of the division from where the candidate left 
BHEL should give a proposal certifying his willingness to 
ronsider the candidate for re-employment. 
In case, candidate is to be re-employed in a division 
other than the one from which he left, the head of the 
division from where the candidate left BHEL should give his 
views on his performance prior to leaving BHEL and also the 
head of division in which the candidate is proposed to be 
re-employed should give his concurrence to consider his 
candidatu re. 
3. Promotion Policy 
In any growing enterprise, promotion has the key role 
to play,, It is an important activity through which "an 
ad j sutment in the size of wo rk force of an ente r pr i se can be 
3 
made to coupe with the changing situation. " It "covers 
under its gamut a change and calls for greater 
responsibility and usually involves higher pay and better 
terms and conditions of services and a higher status or 
rank". Promotion therefore may be defined "as an upward 
advancement of an employee in an organization to another 
P-. Mamoria, C.B., Personnel Management, Himalaya 
Publishing House, New Delhi, 1985, p.E75. 
j o b y w h i c h commands better pay/wages, better status/prest: 
a n d h i g h e r o p p o r t u n i t i e s / c h a l l e n g e s , r e s p o n s i b i l i t y 
a u t h 0 r i t y ,• better working environment, hours of work 
4 
facility and a higher rank . 
"BHFl ., with the spirit of providing equal opportunit 
to its employees for growth and career prospectus. has 
well defined promotion policy and rules. Right from 
incepti on 
•1. 
?. 
'"^ 
4 „ 
certain '• 
d i s c u s s e d 
--
t h e BHEi... h as be en pu r su i n g t h e f o 11 o w i n g p o 1 i c y 
To make provision for all the employees the eg 
opportunities in growth and career p r o s p e c t u s . 
To guarantee and insure equitabi1ity, equi 
consisting fairness and uniformity as regards 
the matters pertaining to promotion of employ 
in all the units/division of the companies. 
To properly recognize the worth of employees 
accordingly endow them with reward 
contribution to the growth and development 
organi sat ion. 
T 0 i n f u s e h i g h rti o r a 1 e a n d c o n f i d e n c e a ITI o n g 
e m p10 y e e s b y k e e p i n g t hem i n f o r m e d f r o m t i m e 
time regarding the promotion avenues 
a p p 0 i n t m e n t s existing in t h e org a n i za t i o n„ 
l< e e p i n g i n view t h e abo v e o b j e c t i v e s BHEL. 
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A'ell defined promotion rules which are briefly 
in the fo11owing paragraphs: 
— _. „ .._ „ . „„, ,.„ __ ^ ^ ___. — , __ ^  __ _^ ^ ^. _ _„ «- ™ 
4. M a 111 o r i a, C , B. , P e r s o n n e 1 M a n a g e m e n t, H i m a 1 
Publishing House, Mew Delhi, 1985, p,.H80. 
- _„. „^ 
i. a y a 
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i. Promotional rules.. 
:ii. Guide lines and principles regarding promotion, 
i i i, Channe1s of pr omo t i on. 
iv. Departmental promotion committee. 
V. Preferencial treatment to SC and br„ 
vi. Seniority criteria. 
vii. Rules and guide lines regarding employees 
p u n i s h m e n t, n o n -•• select! o n o r s e p a r a t i o n , 
misbehaviour leading to non promotion. 
i ~ Promotional Rules 
The promotional rules in BHEL for different cadres 
and groups of employees are based on the following 
r las si f i caxti on : 
Table--1 
Classification of Groups/Cadres 
Senior Executive Cadre - Salary grades E and above 
3 
b F ; - ; ecu t ive C a d r e -- Sa l£ \ ry g r a d e s !"£ t o E 
•1 4 
r Supervisory Cadre - Salary grades SA/SBI to SA/SBV 
and Junior executives 
d Skilled/Hinistrial -- Salary grades A III/B III to 
Group A IX/B IX 
e Semi-skilled Group - Salary grades A II/B II 
f U n 5 k i 11 e d G r o u p - S a 1 a r y g r a d e s A I / B I 
Sources Personnel Hannual of BHEL (various years) 
F"rom table •-• 1 it is indicative of the facts that 
senior executive cauire (E and above) is treated as all 
5 
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company cadre. For promotion to and within this cadre is 
requlated on the basis of recommendation of the special 
committee of EDs/GG!is„ For promotions in the salary grade-
upto and including E is regulated by the unit management as 
4 
per the rules, guidelines and principles laid down from time 
t o t i m e . 
ii - Guide lines and principles regarding promotion: 
BHEL has a well designed set of principles and rules as 
regards promotion of its employees from one group or cadre 
to another group or cadre. This includes an appraisal of 
performance of employees test, interview etc. As a matter of 
fact, their performance appraisal criteria are basically 
designed to determine the employees skill,- aptitudes and 
abilities for effective functioning in the higher group or 
radre. For getting promotion to higher group or caxdre, 
employees are considerd to be eligible when he has put up 
certain specific period of time in the service which is 
known as eligibility period. The information with regard to 
eligibility period is intimated to the different groups and 
cadres of the employees by the management from time to time 
keeping in view the requirements of the organisation. 
In order to get promotion within a group or cadre, i.e. 
from a lower grade to the next higher grades within the same 
group or cadre, employees should have the minimum qualifying 
period. Besides, attainment of satisfactory standards in the 
conduct and perofrmance of the employees is also 
essentials. 
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E:iHEL has a very good provision of giving promotion to 
the employees who are very outstanding and meritorious in 
their performance. This kind of promotion is known as Fast 
Track Promotion or Accelerated Promotion. The number of 
emp1oyees promoted under this c1ause, however, is genera11y 
1imi t ed to 10 pe r cent of the t o ta 1 numbe r of emp1oyee s 
eligible for such promotions as the basic idea is to spot 
the best performanses on work. 
There is another category of employees who do not 
qua 1 i f y f o r pr omot i on due to the i r cons i sten11 y poo i-
P e r f 0 r m a n c e a n d o t h e r s i m i ]. a r re a s o n s . S u c h e rri p 1 o y e e s a r e 
treated u n d e r the category of drop o u t s . They b e c o m e 
eligible for promotion only when they show recorded, 
i. m p r o V e m e n t s i. n t heir o v e r all p e r f o r m a n c e a n d con d u c t. 
Ill ••- C h a n n e l s of Promotion 
The term promotion d e n o t e s e m p l o y e e s m o v e m e n t s from a 
post in a lower grade to a post in the next higher grade 
a l o n g w i t h r e s p e c t i v e promotion at channel specified for the 
p u I'- p 0 5 e . A d e t a i 1 e d a c c o u n t s a s r e g a r d s the promoti o n f o r • 
non--e;;ecutive cadre is shown in tables II and I I I . The first 
table provides i n f o r m a t i o n s regarding the chann e l s of 
promo t ion a s r e ga rd s t i-i e g r ou p o f a cad r e o f n ott e ;•; e cu t i v e s „ 
The group comprises of e x e c u t i v e s m a n . g e n e r a l , t e c h n i c i a n s , 
a r t. i c i a n s a u ;•; i 1 i a r y w o i- k e r s i n c 1 u d i n g s e m i - s k i 11 e d w o r k e r s 
and u n s k i l l e d w o r k e r s . Table III presents an h i e r a r c h y of 
channel of promotion for non-e;;ecutive cadre group B. Th i s 
gr 0up in c l u d e s e>;ecut i ve s u p e r v i sor , c h i e f super vi sor ., 
•177 
senior office superintendent, nurses, medical technicians, 
(•  1 e r k f. and d a f t r y e t c . 
Table - II 
Non Executive Cadre 
CHANNELS OF PROMOTION 
^A' GROUP 
Groups/ Employees Employees Promotional 
Cadre Categories Categories Channels 
PV Executive Foreman 
SIV Gen e ra1 Fo reman E1 
AIX/SAII Br.Artisan Gr.I Foreman/ 
T e c h n i c i a n G r -1.1 
AV11, /SAX I S r . A r t i san G r .11 As s 1 1 . Fo r eman / 
T e c h n i c i an G r . 11 
AVII/SAI Sr.Artisan Gr.lII C h a r g e m a n / * 
Technician Gr.I 11 •«• -s-O pen Ma r k e t 
AVI Artisan Gr.I Auxiliary Worker I 
AV A r t i s an G r . 11 Au ;•; i 1 i a i- y W o r k e i" 11 
AIV Artisan Gr.III Auxiliary Worker III 
A111 A r i 15 a n G r „ IV * Auxiliary W o r k e r IV -if- 0 p e n M a r k e t 
A11 S e rn i - s k i 11 e d 
Wo rker 
AI U n s k i lie d W o r k e r •«• 0 p e n M a r k e t 
P011 r ce : Pe r sonne 1 Ma.nua 1 of F^ HEI... (Various i ssues ) 
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Table - III 
Non Executive Cadre 
CHANNELS OF PROMOTION 
^B' GROUP 
(•iroups/ Employees Employees Promotional 
Cadre Categories Categories Channels 
SV Exe c.., Su pe r v i s o r 
SIV C h i e f S u p e r v i s o r F£ 1 
B I X / S B I I I S r „ A s 5 t t „ G r . I S r „ O f f i c e Bupdt , , 
F i V I I / B B I I S r . A s B t t . G r „ I I O f f i c e Supd t , . 
B V I I / S B I S r „ A s 5 t t „ G r „ I I I A s s t t . O f f i c e S u p d t „ 
P y i A s s t t . G r . I 
PV N u r s e G r . I I / J r . -H-Open M a r k e t 
M e d „ T e c h „ G r „ I I * 
•ji-Open M a r k e t 
BIV 
F f l l l 
B I I 
A s 5 t t „ G r „ I I 
CLERKK-
A t t e n d a n t G r „ I / 
D u f t r y 
PI Attendant Gr.II* 
Sources Personnel Manual of BHEL (Various issues) 
•«Open Market 
IV - Departmental Promotional Committees 
At the every unit level. Departmental Promotional 
Committees are constituted for considering the promotions of 
employees for various grades falling under the purview of 
the unit management,. The Departmental Promotion Committees 
(DPCs) set broad based criteria for the promotion of the 
employees such as qualifications, performances, general to 
iHiitability and potential higher responsibility etc„ 
V. Preferential Treatment to SO and BT 
Jn adherence to the order issued by government of India 
from time to time pertaining to reservations for SC and ST 
candidates, EiHEL observes these orders and implements in its 
promotional policy. The specifications of the Government 
0 rde r s (G0's) i ssued by the go ve rnmen t of Ind ia ar e g i ven 
ta e 1 0 w. 
GOs As Re g a r d s S C / S T Promotion 
Promotion Scheduled Scheduled 
Castes T r i b e s 
(i) Posts filled by promotion 15% 7 I/EX 
t h r 0 u g h L i m i ted D & part m e n t a 1 
c; o m p e t i t i v e E ;•: a m i n a t i o n s w i t h i n 
or to G r o u p s B,C & D i n whi ch 
t.he e 1 e m e n t of Di rect 
R e c r u i t m e n t , if any, does not 
e ;-t c e e d 6 6 2 / 3 "/„. 
(ii) Posts filled by promotion made 157. 7 1/2°/„ 
by selection from Group 'B' 
(C1 a s s ••-11) t o t h e 1 o w e s t r u n g 
or category in G r o u p 'A' <Class 
I) and in Group B, C & D posts 
in grades o r serv i ces in w|-ii ch 
t h e e 1 e m e n t o f D i r e c t 
Recruitment, if any, does not 
exceed 66 E/3X 
5. Adopted from the personnel manual of BHEL (current pub,,) 
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(ii:i. ) Posts filled tay promotion on 15"/: 7 M CL'L 
the basis of seniority subject 
to fitness in Groups 'A', 'B'v 
• C ' & ' D' po 51 s , i n g r ad e s o r 
5 e r V i c e s i n w h i c h the e1e m e n t 
ft f D i r 8 c t R e t r-11 i t m e n t, if ax n y , 
does not exceed 66 E/S"/:. 
The above reservation will not apply to: 
(i) V a c a n c i e s f i11ed by transf e r or by dep u t a t ions 
(ii) T e m p o r a r y a p p o i t m e n t s of less than 4 5 days d u r a t i o n 
(iii) Those work charged p o s t s , which are required for 
eiTie r g en c i e s , 1 i ke F1 o od Relief wo r k , a c c i d en t s 
r e s 10 r at i on aiid r e 1 i e f e t c ., 
(iv) S c i e n t i f i c and technical posts required for 
r e 5 e a r c h etc. 
The reservation for scheduled castes and scheduled 
tribes apply also to a p p o i n t m e n t s made to 
"Scientific and t e c h n i c a l " posts upto and including 
the 1 owest grade of G r o u p A (CI&ss I) irt the 
r- e s pec t i v e services a n d s u c \\ p o s t s a r e n o t e ;•; e m p t e d 
from the purview of the reservation o r d e r s . 
0n ] y su. c|-i ' s c i en t i f i c and t e c hn i ca 1 ' po s t s , as sat i s f y 
all the following conditions can be exempted from the 
P u r V i e w of t he i" e s e i'- v a t i on or d e r- s s 
(i) The posts should be in grades above the lowest 
grade in group A (Class I) of the service 
cone e r n e d . 
(ii) They should be classified as 'scientific or 
t e chn i c a 1 ' pos t s ? and 
K B0 ping iTI V i e W the so c. i o e conomi c c h a n g e s , c h a n g e s in 
the m a r k e t c n n d i t i o n s , the public sector e n t e r p r i s e m a y , at 
any t i m e , m a k e c h a n g e s in the p r o m o t i o n policvu B H E L , being 
a public s e c t o r e n t e r p r i s e , may m a k e such c h a n g e s in the 
pr om01 i 0na 1 po 1 i c i es kee ping in v i ew tI'le so c i o e conomi c 
en V j. r- onme i i t and g 1 o ba 1 am b i en c e „ 
4, T r a n s f e r P o l i c y and B e n e f i t s 
M o v e m e n t of an e m p l o y e e from one place of j o b to 
j 
a n o t h e r place of job not i n v o l v i n g a m a t e r i a l c h a n g e in 
r e s p o n s i b i l i t i e s or c o m p e n s a t i o n or p r o m o t i o n or d e m o t i o n is 
6 
d e s c r i b e d as a t r ari s f e r . A s a ma 11- e r o f f a c t t ran s f e r is 
t h e p r 0 c e s s o f p1a c i n g e m p l o y e e s i n p o s i t i o n s w h e r e the y 
i-xre m o s t s u i t e d , e f f e c t i v e and p r o d u c t i v e in d i s c h a r g i n g 
t heir d u t i e s a n d r e s p on s i b i1i t i e s an d t h e r e b y d e r i v i n g 
g r e a t e r j o b s a t i s f a c t i o n . j 
T r a n s f e r s are of m a n y t y p e s , such a s , p r o d u c t i o n 
t r a n s f e r , r e p l a c e m e n t t r a n s f e r , shift t r a n s f e r , r e m e d i a l 
t r n a s f e r and v e r s a t i l i t y t r a n s f e r . T h e s e d i f f e r e n t k i n d s of 
t r n a s f e r s have g r e a t e r b e n e f i t s and a d v a n t a g e s not o n l y in 
the growth and d e v e l o p m e n t of o r g a n i s a t i o n but a l s o h e l p s in 
the over all growth and d e v e l o p m e n t of the e m p l o y e e s 
:inc]uding i m p r o v e m e n t s in the skills of the e m p l o y e e s , 
providing greater job s a t i s f a c t i o n , e n h a n c i n g m o t i v a t i o n and 
p r o d u c t i v i t y of the e m p l o y e e s , i m p r o v e m e n t s in s u p e r v i s o r 
e m p l o y e e r e l a t i o n s and d e v e l o p i n g e m p l o y e e for f u t u r e 
p r D m 01 i 0 n s . 
6. D a w a r , R . S . , Personnel M a n a g e m e n t and I n d u s t r i a l r e l a t i o n 
jn I n d i a , Vikash Pub„ L t d . , New Delhi 1 9 7 7 , pp. •170--173,, 
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i - T r a n s f e r P o l i c y and B e n e f i t s in B H E L 
A5 pe r t. l-i e c: en t r a I g o v e r nmen t p r o v i. 5 i on as regards t I'l e 
Public lEnter prise transfer policy and benefits ? every 
employee of the BHi"1.... is liable for transfer from one 
department/'se ct ion/j ob within the same unit/division or from 
one unit/dJyi5ion of the company to another or from the 
c 0 m p any t o a n y o t h e r g o v e r n m e n t d e p a i'-1 m e n t / p u b 1 i c 
undertaking as and when required by the company of tl-iO 
7 
direction of the management ,. 
The PHEL adopts the following transfer policies!! 
1 .. H0 r i 2 0n t a 1 t r aYi s f e r 
?. Transfer on selection to higher post against open 
deve1opment„ 
3„ Transfer on selection as trainees/apprentice 
4. Incentives for the transfering employees at an out 
s t. a t i o n , 
5= J o i n i n g t i m e ; a n d 
6 , Is s u e of 0 r d e !'• s . 
An e m p l o y e e b e i n g t r a n s f e r e d w i t h o u t p r o m o t i o n to a 
h i g h e r posit:ion a v a i l i n g the s a m e g r a d e a n d pay as h e l d a t 
the t i m e of t r a n s f e r is sai d to be a h o r i z o n t a l t r a n s f e r -
T h e t r a n s f e r is e n t i t l e d to the f o l l o w i n g b e n e f i t s ? 
(a) T r a v e 11 i n g a 11 o w a n c e 
(b) Baggages allowances 
(c) Transfer grant 
(d) Disturbance allowance etc,. 
7 . Pe rs0nnel Mannua 1 of BHEI... v cur rent issue ) 
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matter of fact these activities are basically appertinent to 
organizing and conducting programmes for the middle and 
senior level eKecutive. Management development activity 
both in company and out of company programmes are arranged 
on a periodical basis from time to time., In this regard it 
is quite heartening to note that the company has its own 
man a g e m e n t d e v e1o pm e n t i n s t i t u t e s, w hie h u n d e r t a k e s a11 
sorts of activities related to training and management 
de ve 10 pmen t prog rames at both co r po r at e as well as ufi i t 
:i e v e 1 » 
T h e t. !'• a i n i n g a c t i v i t i e s a t u n i t 1 e v e 1 a r e b a s i c a l l y 
m e a n t for o r i e n t a t i o n of the a r t i s a n s , s u p e r v i s o r y . E n g i n e e r 
t r a i n e e s a n d s u c h o t |-i e r c a t e g o r i e s o f e m p 1 o y e e s . The t i m e 
span of this level or kind of tr a i n e e is n o r m a l l y of one 
y e a r . The basic e m p h a s i s in this t r a i n i n g is laid on 
i m p 0 r t i n g t h e t e c h n i c a 1 a n d t r a d e s k i 11 t o t h e e m p 1 o y e e <ii 
u n d e r j o i n i n g to this p r o g r a m m e and o r i e n t i n g t h e m to the 
e s s e n t i a l a c t i v i t i e s of the company and p r o v i d i n g 
a p p o r t u n i t i e s to improve their p e r f o r m a n c e on the j o b . The 
chart one p r o v i d e s a glimpse as regards the t r a i n i n g and 
d e v e l o p m e n t o b j e c t i v e s in B H E L and all the a c t i v i t i e s 
p e r f 0 r m e d t o w a r d s a c i-i i e v e m e n t o f t h e s e o b j e c t i v e s . 
6. I n d u s t r i a l R e l a t i o n s a n d W e l f a r e 
It is a well proven fact that congenial and c o o p e r a t i v e 
r e l a t i o n s h i p between the un i o n and m a n a g e m e n t c o n t r i b u t e 
mat e rial 1 y t o h i gh de g r ee d i s c i p 1 i r,e and enhan ced 
p r o d u c t i v i t y with in the organization,, BHEL. is a s p e c i m e n 
company w h i c h , over a period of time right from its b i r t h . 
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executive trainees category was made as on •UU-1992- form 
th-,e basic: of Rs. 4000--7150 with an increment of R5.175., This 
salary structure is still existing. Similarly. it is 
discernible from the table that for other categories of 
employees under the executive cadre the upward revision in 
salary structure has been taking place. 
Table-"6 presents a comparative analysis regarding the 
upward revisions in the salary structure of supervisors, 
tech n i c a1 an d n o n t e c h n i c a1 b o t h. The s u p e r v i s o r c ad r e 
comprises seven categories of employees such as 
AOS/PB/Cashier Gr„ III, OS/PS/DA/Sr. Acctt., Gr., 11 y Chief 
s I! p e r V -j s o r / G e n . F o r e m a n , EI x e cut i v e s u p e r / F ore m a n , S r , 
Executive Super F^ o reman,- Gen. Executive super/F-'oreman, Jr., 
F X e c u t i v e d u r i n g t h e p e i- i o d u n d e r r e f e r e n c e . 
Tbibles 7,8;. and 9 also give an account of the salary 
statement of non executive (non--supervi sors) ,• technical 
staff of Group A for Period under review. Non executive 
radre inc3udes 5 categories of employees including 
Artisans,Dy. Managers, operators grade II.I etc. as shown in 
t a b 1 e -•• 7 » T h e t e c h n i c a 1 g r o u p A c a t e g o r i e s o f e m p 1 o y e e s 
i n c l u d e s 6 c a t e g o r i e s of e m p l o y e e s i n c l u d i n g g r a d e I I , III & 
and ly class of e m p l o y e e s . How e x e c u t i v e s t a f f (Mon 
t e c h n i c a l g r o u p B ) c o m p r i s e s B to B c a t e g o r i e s nf 
6 
e m p l o y e e s w i t h g e n e r a l l y c o m p r i s e s g r a d e II a t t e n d a n t , 
d u f t a r y , c l e r k , t e c h n i c a l o p e r a t o r , s t e n o , n u r s e s , m e d i c a l 
assistant etc. The comparative salary statement of this 
category of employees has been presented in table---? for the 
period under study. 
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Keeping in view rising cost of living and upward trend 
:in the rate of inflation the company has been making the 
revision in the salary structure. The compnay has also been 
making provision for the payment of DA as per the guide 
lines o f t h e C en t r a 1 Go v e rnmen t f o r t he Pu b 1 i c Se c t o i" 
enterprises, A detailed accounts of DA paid to the executive 
and supervisors by BHEL has been presented in table-10 for 
the pe r i od f r-om 1987 t o 1991, Simi 1 ar 1 y t hie company has been 
making revisions of DA in respect of employees in the other 
grades and cadres of employees. Table-11 presents figures in 
r es pe ct of emp1oyees in grades u pto A XI/ B XI and in 
su pe r v i s o r y g r ad e s wI'l i c i"i i s o pe i"a t i v e f r om May S5, 1991 „ 
Th i s i s ti'le cu r r ent r'ev i s i on of DA wh i ch i s e;•; i st ing t i 11 
date. 
The government has a provision for interim plant 
performance to its employees. Interim plant performance at 
the rate of basic pay +• DA + F-DA/1st & second adhock 
whichever is applicable is paid to the all eligible 
employees. The curent ceiling (1995--96) for competition of 
interim plant performance payment is Rs„4000 p,. m. 
BHFL has a provision for paying the non practicing 
allowance to the medical officers., Table-12 presents 
stat i 51 i cs regarding the rev i s ian of pay in r-espect of 
medical officers as non practicing allowance for the 
different basic pay range for couple of years i.e,1987-19SS. 
Table 13 furnishes information pertaining to HRA and 
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HRR in respect of executive and supervisors (Rates 
applicable with effect from 1.4„89). 
Payment of HRA is however subject to the provision that 
the employees should contribute to 10 percent basic pay 
towards HRA. Employees who resides in their own houses or 
their spouses will be paid HRA as per the rates given in 
Table 13., 
If the employee does not produce the rent receipt for 
the rent paid by him, for the rented accommodation then he 
will be paid HRA in accordance with rates presented in table 
13. However this rate is subject to an overall ceiling of 
Rs.1000 in A, B , B class cities and Rs.SOO and R5.300 in C 
•1 2 
class and unclassified of housing accommodation provided by 
the company to the employees will be made at the rate of 10 
percent of the revised basic pay or standard rate whichever 
i 5 1 o w e r . 
City Compensatory Allowances 
BHEl. has also provision of CCA in accordance with the 
central government rules for Public Sector enterprises. The 
PHFl is paying CCA as per the revised pay scales with effect 
1.4.89. This is subject to an overall ceiling of Rs.100 in 
"A" class cities and Rs,75 for "B" class cities. Employees 
in B class cities is paid at the rate of 3.5 percent of pay 
subject to a maximum of Rs.EO p.m. 
Besides these allowances, the company also makes 
reimbursement of converse expenditure to different cadres 
and categories of employees through its different schemes,, 
PHFI. has a set of travelling and daily allowances rules 
•191-;. 
which are applicable on the regular employees of the 
r o m p any. These i n c1u d e s Road, R a i1 an d A i r a11o w an c e s e t c „ 
Bf-lEL... a 1 so has a pr o vision of cort ven ces char ges to be paid t o 
:! 15 e m p 1 o y e e s g (:> i n g a b road i n c o n n e c t i o n M; i t h e ;•; p o r t 
promotion or other company's business and training or for 
attaining £i conference etc. There aire some other allowances 
1i ke late n i ght snack a 11owances v k i t a 11owance t o emp1oyee 
deputed abroad, building allowance to high pressure welders, 
transport subsidies, grant of convence allowance, to blind 
and handicaped employees, washing allowances, education 
assistance and subsidies to apprentices. 
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Table - 10 
Dearness Allowance For Executives and Supervisors 
Dat e A V e r a g e AIC PI(1960=100) Am ounl-D.A, 
for the relevant quarter (Rs,. P„M.) 
01„01.1987 685 Nil 
?5.03.1987 688 4,95 
E5.06.1987 694 14.85 
?5,09.1987 7?5 66.00 
25.12.1987 750 107,25 
25.03.1988 752 110.55 
25.06.1988 763 128.70 
?5,09,1988 796 178.20 
25.12.1988 819 221.10 
25.03.1989 815 214,50 
25.06,1989 825 231.00 
25.09.1989 843 268.95 
25„12„1989 863 301,95 
25.03.1990 861 290.40 
25.06.1990 886 331.65 
25.09„1990 927 399.30 
25„12,1990 960 453„75 
25.03.1991 991 504.90 
Source! Personnel And Admin i str<at ion News, BHE"L, July, 1991 
20H 
Table - 1 1 
Dearness Allowance for Employees in Grades upto A XI/B XI 
and Supervisory Grades (E5th May 1991) 
SN Category/grade of employee 
i F o r e m p1o y e e s i n grade s u p t o 
A VI/ B VI 
ii For employees in grades 
A VII/ B VII to A XI/ B XI 
Amounts of DA paid 
Rs.,552.75 
:i i 3 For employees in grades SI and 
above but below executives grade 
Rs.1119,.80 
Source" Same as Table-10« 
Table - 12 
Revision of Pay in Respect of Medical Officers 
Revised Basic Pay 
Range (Rs.) 
Upto 3500 
3501 - 4300 
4301 - v^500 
6501 and above 
w „ e „ f .. 1.1.87 
(Rs„ P.M.) 
600 
600 
900 
900 
w.e.f. 1.1.88(till date) 
(Rs, P.M.) 
600 
850 
950 
1000 
Source: Same as table-11 
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Table-13 
House Rent Allowance and House Rent Recovery in Respect of 
Executives and Supervisions 
Class of Cities W.e.f. 1.4-89 Rate P„M. 
( i ) De 1 l-i i . Bombay 307. of re v i sed pay 
( i i ) H y d e r a bad , C a 1 c u 11 a, 257. o f r e v i s e d pa y 
Hadrasy Bangalore 
"A" class cities 
(iii) B (i P class cities 157. of revised pay 
1 2 
(iv) Unclass i f i ed/"C" class 107. of revised pay 
c i t i e 5 
Soruce: Same as table-10. 
8. Non E c o n o m i c B e n e f i t s ( E m p l o y e e b e n e f i t s ) 
There are certain non economic benefits which -are 
a V a j 1 e d o f b y B H F L.' s employees. T hi e s e i n c 1 u d e 1 e a v e a n d 
holidays. Encashment of earned leave, leave travel. 
Concession Rules, Medical Attendance Rules, Gratuity F"und 
Rules, Employee Benefit f-und Rules, Group Insurance Scheme, 
Death Reli(?f Fund Scheme, Holiday Home Rules, and Annual 
Payment of Bonus. 
T|-i e BHEi.. r u 1 e s cove r t |-i e f o 11 o w i n g c at e g o r i e s o f 
e m p 1 0 y e e s : 
i . A] 1 r-egu. 1 ar- emp 1 o y e e s of ti-ie c o m p a n y . 
i i. P r o b a t i o n e r s 
iii. Casual/temporairy employees 
iv. Trainees/apprentices, other than apprentices under 
t h e a p p r e n t i c e s a c t 1961. 
H04 
All the leaves and holidays rules of central government 
?uch a?, the earn leave, half pay leave, commuted leave, 
extra ordinary leave and casual leave are implemented by 
F^ HFL for its different category of employees. Table--14 
provides the information regarding earn leave Ta.ble--15 
furnishes information pertaining to advance of leave 
a c c 0 u n t s . 
Th e c o m p a n y also has the p r o v i s i o n of n a t i o n a l fesitival 
h o l i d a y s . T h e r e is a pr o v i s i o n of special casual leave u n d e r 
the f a m i l y p l a n n i n g s c h e m e s , b e s i d e s special casual leave 
not exceeding 30 days in a calender year is granted by the 
company to the special categories of the employees eg. 
outstanding sportsman of the compnay etc. The rules 
r e g a r d i n g s p e c i a. 1 c a s u a 1 1 e a v e under t h e f a m i 1 y p 1 a n n i n g 
scheme is given in tafale-16. The table - 17 presents a 
summary statement regarding the entitlements of earn leave 
in various units of the BHEL. In this regard it is worth 
wh i 1 e 10 men t i on t hat t h e BHEL.. has a 11 t h e i n cashmen t o f 
earn leave rules as applicable in case of central Public 
P» e c t o r e n t e r p r i s e s . 
BHFI h a s a provi si o n f or 1 e a v e t r a v e l c o n c e s s i on ru 1 es 
as presented in table-18. However according to the new rules 
n f t h e c o in p a n y a s e f f e c t i v e f r o m 1.1.9 E, t h e c o m p a n y' s 
provision Ltc now 300 km in 2 years that is 150 km each 
year, if the travel is not performed even then the employees 
is entitled for full encashment, this amount is ta;-; exempted 
10 t he tu.ne of 75 De r cen t „ 
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Table-14 
Entitlement Earned Leave (w,e.f.1992) 
Number of completed years 
0 f s e r V i c. e 
Upto 5 years 
Above 5 upto 10 years 
Above 10 upto 15 years 
Above 15 upto HO years 
A b o V s 2 0 y e a r s 
Entitlement of Earned Leave 
p e r annum (da y s ) 
HE 
24 
30 
Sources EJ i-l E L M a n rm a 1 ( c u r r e n t i s s u e ) 
Table~-15 
A d v a n c e C r e d i t i n g of L e a v e A c c o u n t s 
( C u r r e n t R a t e ) 
N0 . of '.:0mp 1 eted Ent i 11 ement Oredi t J^o „ of < days ) 
years of service of earned leave On 25th June On E5th Dec 
per annum<days) E NE E NE 
Upto 5 years 22 
Above 5 upto 10 yrs. 24 
Abvce 10 upto 15 yrs. 26 
Above 15 upto 20 yrs„ 28 
Above c?0 years 30 
E-" C~ncashable 
Sources Same as table-14, 
8 
9 
10 
11 
11 
3 
3 
3 
3 
4 
8 
9 
10 
11 
11 
3 
3 
3 
3 
4 
N EI - N o n - e n c a s h a b 1 e 
S07 
4. 
Table~16 
Special Casual Leave under Family Planning Scheme 
(Current Rate) 
Female employees in nan-pueroperal cases 
Male emp1oyees f o r vase ctomy o pe rat i on 
E m p 1 o y e G h u s b a n d s i n n o n ••• p u e r p e r a 1 c a s e s 
For- IU C D i n s 8 r t i on < F e rn a 1 e e m p 1 o y e e s ) 
HO d a y s 
8 d a y s 
7 d a y s 
o n e d a y 
Soui'-ce ° Same a s t a b 1 e-••• 15 , 
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T3ble-17 
Statemenl Showing EnlilleBienls of Earned Leave with Mages 
(Current Rate) 
Type of Tiruchy Hyderabad Hardwar Bhopal 
Leave 
Industrial Non- Industrial Non- Industrial Non- Industrial Non-
Eisployees Industrail Employees Industrial Etiiployees Industrail Employees Industrial 
Employees Employees 
Famed Leave 31 days 31 days 30 days 31 days 30 days 
Accuraulation Accumulation Accumulation 
a! 
For employees Accumulation Accumulation limit 1?0 limit 120 limit 120 days 
limit 120 limit 1E0 days for days 
days days employees in 
service 
before 22.2.74 
NE E !•€ E NE E ME E NE 
11 4 
11 4 
Advance 
Crediting 
of E.L. 
/ 
lE-Encahsable 
INF-Non 
I encashable 
\ 
b) 
?5th June 
25th Dec. 
\ 
! 
i 
i 
i 
I 
1 
! 
E 
11 
11 
11 
11 
NE
5 
4 
11 
11 
4 
4 
11 
11 
5 
4 
Employees who 
joined on or } entitlement will be as per para 3,2.2 of 
after 28.6.77 page 3.1.2. 
S!)urce: Same as Table-5 
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Table~-1S 
C a l c u l a t e the a m o u n t a d m i s s i b l e in case of an O f f i c e r 
who is ent i t l e d to travel by F i r s t C l a s s with the f o l l o w i n g 
details!! 
D i s t a n c s f r o m H e a d q u. a r t e r s t o d e s t i n a t i o n i s 1500 K m s . 
J o u r n e y has been u n d e r t a k e n in thre e spellss w i t h e f f e c t 
from ...hmey -1974. 
H e a d q u a r t e r s t o A 
A 10 B 
B t o d e s t i n a t i o n 
R a i 1 F" a r e b y F i i" s t C1 a s s 
b e t w e e n H e a d q u a r t e r s a n d 
d e s t i n a t i on 
Rail F a r e for H O O Kms„ by rail 
Rail F'"are a d m i s s i b l e for rail 
. j o u 1" n e y 
r-'n t i 11 0 m G n t f o r d i s t a n ce 
b e t w e e n A i?» B 
500 Km5. by rail 
200 Kms,, by road 
SOO Kms,. by rail 
RS„E:50 
Rs.50 
Rs,250 50==R5„200 
A c t u a 1 s s u b j e c I t o 
a m a ;•; i m u m o f R s ., 5 0 
Source!! Same as Table--16-
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Table-19 
Group Insurance Scheme 
(Current Policy 
Category of employees Amount for which insured 
(Rs • ) 
( i ) E m p 1 o y e e 5 i n s a 1 a r y g r a d e s '10 ,000 
AI/Bl" to A VI/B VI and 
T e c h n i c a1 A p p rent i c e 5, w h 0 
on completion of training 
get absorbed in grade SAI 
and equivalent categories. 
( i i ) Ernp 1 0yee5 in 5a 1 ar y g rades 20,000 
SAI/SBI to SAIli/SBIII, 
e m f:' 1 0 y e e s i n J r . E ;< e c u t i v e 
g r a d e s and other equiva 
1ent grades. 
< i i i ) E m p 1 o y e e e i r\ s a 1 a r y g r a d e s 3 5 ,0 0 0 
E1 t o EE4 aTId o t her e qu i va-• 
]ent grades. 
(iv) E:.iTipl oyees in 5ala>. ry grades 50,000 
E5 and above. 
Sources Same as Table-15. 
Table-20 
Insurance Cover 
w.e.f. 1991 
Cat 
A 
B 
C 
D 
e g 0 r y G r 011 p 
Insurance 
-... .^.  
10,000 
20,000 
35,000 
50,000 
E!^ DLI Overall Cover 
C 0 V e r (R s . ) w „ e f „ 1 „ 3 „ 91 (R s . ) 
26,000 36,000/-
26,000 46,000/--
26,000 61 ,000/"-
26,000 76,000/-
Sources Same as table-13. 
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Table-2-1 
Rate of Lum Sum Contribution 
(Categories of Retired Employees) 
(C u r r e w 11 y A p p 1 i c. a b 1 e ) 
At plfiu:;e w h e r e 
c 0 m p any ho s piI a1 
facilities are 
a. V a i 1 a b I e 
A t o t h e r 
p 1 a c e s 
(i) Those who are in 
e >; e c. u t i v e g r a d e s o n 
the date of retirement 
•; i i ) T h 0 5 e w h o a r e i n 
non-e;-;ecutive grades 
on the date of 
r e t i r e m e n t „ 
R s . •1300/" 
R5„900/ 
Rs..-ISOO/' 
R5.,1300/ 
S o r u c e s S a m e a s Table-13. * 
9. Policy as Regards Loans and Advances 
T h e B l-l E1... I"i a s p r o v i s i o n f o r 1 o i< n s a n d a d v a. nc.es t o i t s 
e m p 1 0 y e e 5 w i t h t h e t e r m s a n d c o n d i t i o n s a s a p p 1 i c a b 1 e i n t h e 
C e n t r a l l y owned Public. S e c t o r E n t e r p r i s e s , T h e s e i n c l u d e 
f e 51 i V a 1 a d v a n c e s , c y c 1 e a d v a n c e s , a d v a n c e s f o r I h e p u r c h a s e 
of motor car/motor eyele/scootor and advances for 
):•• u i 1 d i n g / p u r c: h a s e f o r h o u s e s a n d f 1 a t e s „ 
T h e f e s t i v a l a d v a n c e s are a d m i s s i b l e o n l y for the 
Oasetted festival as per the government notification. 
However, temporary and casual employees and trainees and 
apprentices are not entitled for the festival advances,, 
Table 22 gives facts and figures regarding the festival 
advance to be admissible to the different categories of 
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employees. The festival advance for the executive cadre is 
Rs„?000 p.a, where as supervisory category of employee is 
entitled to obtain Rs.1800 in terms of advance for the 
different specifi'ed festivals,, The employees in the others 
categories are entitled to get Rs.15Q0 advance amount per 
annum from different festivals. 
An advance for the purchase of cycle is admissible once 
for the purcha of cycle to all the employees of the company 
other than temporary and casual employees., The current 
amount of advance to be granted for the purchase of cycle is 
now r e v i s ed R s„1500 from t h e y ea r1y R s »800 o r an t i c i pa t ed 
cost of cyc^e whichever is less. Other terms and conditions 
in this regard are unaltered. 
An advance for the purchase of motor car, motor cycle, 
s c 0 D t D r i s a d m i s s i b 1 e only t o e m p 1 o y e e s w h o a i" e m e m b e r s o f 
l-iHEIL provident fund (P.F). and who have been subscribing to 
it for at least one y&ar and have put in at least one year 
n f s e r V i c e i n t h e c o m p a n y. T h e a m o u n t o f a 11 o w a n c e s f o r t h e 
purchase of car and scootor have b(s(sn presented in tables 23 
(^- ? 4 f 0 r t h e d i f f e i'- e n t c a t e g o r i e s o f e m p 1 o y e e s t h a t 
executives supervisors and other category of employees. 
House building allowances are granted to the company's 
employees on regular establishment with not less than 5 
years of continuous services. In this regard the period of 
training is also taken into account for the purpose of 
computing continuous services, table 25 presents the amount 
of allowances (current rates) paid to the different 
categories of people. 
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Table-22 
Festivals Advance (Current Rate) 
Categories of employees Amounts Paid Mode of Payment 
Fxecuti ves 
Supervi sor 
n t h e r s 
2000 
•1800 
•1500 
Per annum 
Per annum 
Per annum 
Source: Same as table--5, 
T a b l e — ? , 3 
Car A l l o w a n c e s ( C u r e e n t R a t e s ) 
Categories of employees Amounts Paid Mode of Payment 
E X e c u t i V e u p t o D y . G e n e r a 1 1 , 2 0 , 0 0 0 
iiansiCjer 
S u p e r V i s o r 
O t h e r s 
O n c e in s e r v i c e 
t ime 
ource Same as table-5. 
E14 
Table-E4 
Scootor Allowance (Current Rates) 
Categories of employees Amounts Paid Mode of Payment 
F>;e cuti ve 
SBuperv i s o r 
n t h e r s 
1 5 , 0 0 0 
•15.000 
•15.000 
Once in service 
time 
Source" B a m e a s T a b 1 e •- 5 „ 
Table-25 
Building Allowances (Current Rates) 
G a t e g o r i e s o f e m p 1 o y e e s A m o u n t s P a i d M o d e o f P a y m e n 1: 
E;;ecut ive 
Supervisor 
3,50 f 000 Su bj e c t t o 
minimum five 
y ears s e r v i c e 
507, subsidy is 
provided as 
incentives if 
the employee 
concerned has 
adopted the 
f a m i 1 y p 1 a n n i n g 
01 
Sources Same as table-5„ 
E15 
•10. Awards and I n c e n t i v e s 
P H E L h£X5 n u m e r o u B awards and i n c e n t i v e s s c h e m e s for 
a q u i s i t i o n of higher and a d d i t i o n a l q u a l i f i c a t i o n s , f a c i l i t y 
for higher s t u d e i s , favnily planning i n c e n t i v e s and plant 
p e r f o r m a n c e payments., These schemes are m a i n l y purported for 
e n c o u r a g i n g the e m p l o y e e s to improve their k n o w l e d g e and 
preferential c o m p e t e n c e . Table 2.6 gives a c o m p r e h e n s i v e list 
nf qua 1 i f i cat ions amou.nt of cash award and catego r' i es of 
e iTi p 10 y e e s e 1 i g i b 1 e f o r a w a r d . 
The s c h e m e s "facility for higher s t u d y " l a u n c h e d . by 
BHFZL is a p p l i c a b l e to all the e m p l o y e e s of the company 
falling under the two major c a t e g o r i e s . 
A -•• E m p 1 o y e e s s e s k i n g s p o n s e r s h i p for h i g h e r s t u d y .. 
B- E^mployees seeking grant of study leetve for higher 
s t u d y „ 
The other terms and c o n d i t i o n s in this regard are the 
5 3. m e a s a p p 1 i c a b 1 e i n o t h e r p u b 1 i c sect o i- e n t e r p r i s e s . 
In this regard the eligible employee is required to 
execute a bond as shown in table 2 7 . The family planning 
incentives rxre also provided by the company w h i c h is 
e f f e c t i v e from L I . 1978 to all the e m p l o y e e s who adopt 
family planning scheme the detail is given in table 2 8 . 
The BHEL plant performance scheme which was introduced 
in 1974 is n o w bearing fruit in the form of increased labour 
p r o d u c t i v i t y . Table 29 presents the salient f e a t u r e s as 
regards the plant p e r f o r m a n c e payment s c h e m e . The ceiling 
for computation of plant performance payment is F-'?s„4000 p.m. 
a t p r e s e n t. 
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Table-26 
i5t of Qualifications, Amount of Cash Award and Categories 
of Employees Eligible for Award 
(Current Rat(?) 
PN, Oualifi cation Eligible 
Categoriei 
Post graduate degree in E^-Kecutive in 
Engineering/ Technology grades E 
1 
of a recognised and E 
2. 
U n i v e r s i t y / I n s t i t u t i o n ,. 
P n s t g r a d \ \ a t- e d i p 1 o m a 
i n fi n g i n e e r i n g / T e c h n o -
1 o g y of a re c o g n i sed 
U n i V e r s i t y /1 n t i t u t i o n „ 
"do-
Cash award 
RS.-1000/- plus 
examinati on 
fees „ 
Rs„500/-- plus 
examination 
f e e 5 , 
D e g r e e in E n g i n e e r i n g / Su pe r v i so r s in P.s , 1000/ - p 1 us 
Technology of re cog- grades SAI and examination 
nised University/ above fees„ 
Instituion. 
p. m examinati on d o • 
conducted by P r o f e s s i -
nnal bodies such as 
i n s t i t u t i o n o f E n g i n e e r s 
(India) that are rerog-
n i s e d a s e q ti i v a 1 e n t t o 
a degree in Engineering 
Technology. 
Pass in examinations Employees in 
conducted by recognised Technical 
e m p 1 0 y e e s i n n e e d s A111 
Intitutions/professiona and above other 
bodies that are recogn- than supervi-
ised as equivalent to a sory personnel 
d i p 1 o m a i n E n g i n e e r i n g , 
6. Pass in 
examinati on 
and Works 
of India 
I hi e f i n a 1 E m p 1 o y e e s i n 
of cost categories 
Accountants below E1 
Rs,1000/p plus 
examinat i on 
f e e s „ 
R e . 6 0 0 / - plus 
examinat ion 
f e e 5 . 
R s . i O O O / - plus 
examination 
f e e 5 
Post graduate degree or Supervisors in Rs.lOOO/- p! 
Personnel grades SBI and examination 
W e 1 a b 0 v e f » P C; 
d i p l o m a in 
M a n a g e m e n t / L a b o u i" 
f a r e / S o c a i 1 A d m i n i s t r a -• 
't i 0 n f r o m a r e c o g n i s e d 
Ur^ i V e r s i t y /1 n s t i t u t i o n ,. 
ior  lu-
8. 
9. 
•10, 
•11 
13. 
Mote 
1. 
Post graduate degree or Executives in 
diploma in M a n a g e m e n t / grades upto E4 
Business A d m i n i s t r a t i o n 
f r o m a i" e c o g n i s e d 
U n i V B r s i t y / I n s t i t u t i o n ,. 
Post g r a d u a t e d e g r e e in E x e c u t i v e in 
med i c i n e o f r e c o gn i s ed g r a d e s E 1 S and 
lin i V e r- s i t y /1.n s t i tu t. i o . EH 
P o s t g r a d u a t e d i p 1 o m a •- d o --
i n m e d i c: i n e o f a. 
r e c o g n i s e d IJn i v e i" s i t y / 
I n s t i t u t i o n . 
pass in N a t i o n a l C e r t i - S u p e r v i s o r s in 
f i c a t e e ;•; a m i n a t i o n i n g r a d e s S AI / S BI 
bu pe r V 1 5 1 on c o n d u c t e d a n d a b o v e 
b y t h e N a t i o n a 1 P r o d u c -• 
t i V i t V C 0 u n c. i 1 , N. D e 1 h i 
12. PB.<. m I h e f i n a • j u p e r v x s o r s m 
e ; • ; am ina t i on o f g r a d e s SBI and 
i n s t i t u t e o f Company above 
P e c r e t a r i e s o f I n d i a . 
Rs.1000/- plus 
exai.minat i on 
fees 
Rs„1000/"~ plus 
examinat i on 
f e e s 
Rs.500/ plus 
examinat i on 
f e e s 
Rs.150/-' plus 
examinati on 
fees 
R 5 „ 5 0 0 / p l u s 
examina i t i on 
f e e s 
Pass in Part I of the C l e r k s , Asstt,. Rs.250/' 
C e n t r' a 1 i s e d A c c o u n t a n t s G r . 11 a n d G i" I , 
0 f B H E I..,.. S t e n o g r a p h e r / 
Sr.Stenographer 
/Asstt. Office 
E5updt „ /or other 
staff in equi-
valent grades 
after having 
rendered pres-
c r i b e d p e r i o d 
o f s e r V i c e i n 
relevant grades„ 
lr\ order to ensure uniformity as between courses in 
different i n s t i t u t i o n s / u n i v e r s i t i e s . it is provided 
that courses leading to qualifications mentioned at S I . 
N 0 . 1 , 2 , 7 V 8 & 9 s h o u 1 d fa e o f a m i n i mu m d u r a t i o n o f 2 
years and courses at SI N o . 5 should be of minimum of 3 
years d u r a t i o n . 
H1S 
H„ The Scheme contemplates payment of award for 
a c q u i s i t i o n o f q u a 1 i f i c a t i o n 5 / m a i n 1 y f o r p a r t t i m s 
courses or by correspondence which the employees may 
f:• ursu(•? whi 1 e cont inui.ng to perf orm thei r dut i es in the 
5 e r y ices o f t h e c o m p any. T' h i s s h all, h o w e v e r , n o t a p p 1 y 
i n the case o f h i g h e r q u a 1i f i c at i o n s i n M e d i c a 1 
Science. In t h e i r cases awa r d s will b e g i v e n f o r 
acquiring higher qualifications in Medical Science 
t h r 0 li g h r e g u. 1 ar c o u r s e s „ 
;••?. W h e t h e r a q u a l i f i c a t i o n is r e c o g n i s e d or n o t w i l l be 
determined with reference to the approved practice in 
t h e G o V e r n m e n t o f I n d i a . 
4. E x a m i n a t i o n fees referred to are in respect of final 
e >; a m i n a t i o n a s well a s i n t e r m e d i a t e o r p a r-1 / s e c t i o n 
e ;•; am i n a t i o n s . However the fee s w i 11 n o t b e r e i m bu r s a b 1 e 
m 0!" e t h a n o n c e f o i- t h e s a m e e ;•; a m i n a t i o n . 
Sources BHEL Personnel M a n u a l . 
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Table-27 
Statement of Bond (Current Policy) 
F' 0 r T r a i n i n g P e r i o d 
(Period of st u d y / t r a i n i n g ) 
(a) Within India 
0--3 months 
Above 3 months and 
upto 6 months 
Above 6 months and 
ttpto 12 months 
Above 12 months 
( b ) F 0 r T r a i n i n g A b r o a d 
0-1 month 
Above 1 mon th and 
u p t o 3 m o n t l"i s 
Above 3 mon ths a\nd 
u p t o 6 m o n t h s 
Above 6 mon ths 
B o n d P e i" i o d Bond Amount 
N i l 
One yBEi.r 
Two y e a r s 
F" i V e y e a r s 
N i l 
Two y e a r s 
T h I" e e ye a r s 
F i V e y e a r s 
N i l 
R s , 5 , 0 0 0 / -
Rs.. • • | 0 . 0 0 0 / -
R s . ^ 5 , 0 0 0 / • • -
N i l 
R 5 , 2 5 , 0 0 0 / ~ 
R 5 „ 4 0 , 0 0 0 / -
Rs ,.60,000/••••• 
Sources Corporate Personnel C i r c u l a r . N o „ E 5 , •1996» 
Table-E8 
Familly Planning Incentives (Current Policy) 
M 0 n e t a r v I n '' e n t i v e s -I iTi o u. n t o f I n c e n t ;i. v e s 
F" e m flip e ITI p ] o y P e s -• T u b e c: t o n'l y t. o 
e m p 10 y e e w i t h t w o c h 11 d r e n o r 
l e s s . 
F o r o t h e r c a s e s 
All o t h e r c a s e e s of f e m a l e 
e m p l o y e e s / m a l e e m p l o y e e s or t h e i r 
w i V e s li n d e i" g o :i. n g t- ii b e c t o m y / 
V a 5 e c: t omy v i r r es f:>e c: t i ve of th e 
n u m b e i" o f i: h i 1 d r e n „ 
For I.U.C.D-
M 0 n e t a !'• y ;i n c e n t :i v e 
L e a v e E n t i t l e m e n t s 
F-' e m a l e e n'l p 1 o y e e s i !•) n o n p u e r p e r a 1 
F e m a l e e m p l o y e e s in puerperal 
c a s e s » 
R s „ 4 0 0 / -• (Rupee s F ou r 
|-i u n d r e d o n 1 y ( a p p 1 i e s t o 
p u e r p e r a 1 a T'I d n o r\ 
- p u e r p e r a 1 c a s e s ) 
Rs.200/-(Rupe 
h Li n d I'- e d D n 1 y 
R s „ - 1 0 / t o t h e a c c e p t o r 
f e m a 1 e e m p 1 o y e e o r 
s p o u s e of m a l e e m p l o y e e 
?.Q d a y s s p e c i a l casu; 
1 e a V e 
Covered by maternil 
1 save 
lusband in non — pue r pe ral case; 
Male employees for vasectomy 
ope rat i on 
F e m a l e e rn pi 1 o y e e s f o r I „ U „ C „ D „ 
7 days special casual 
leave 
8 days special casual 
leave 
Oti e day s pi e c: :i, a 1 c a s t A a 1 
leave in cases of f e m a l e 
e m pi 10 y e e s „ 
S o u r c e s S a m e as ta b l e 1 5 . 
CHAPTER - V: 
SUMMARY OF FINDINGS 
AND 
CONCLUSIONS 
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CHAPTER - V 
SUMMARY OF FINDINGS AND CDNCLUSTION 
It has been observed in the preceding chapters that 
among the various functional aspects of m a n a g e m e n t . 
Personnel Management occupies a special s i g n i f i c a n c e . As a 
matter of fact, the policies and practicies appertinent to 
personnel vvianagernent has tremendous amount of relevance to 
t h e pu b 1 i c s e c t o i- i n d u s t r i e s 1 i k e BHEl..., Th e 1 e v e 1 o f 
productivity and efficiency of the input of human factor 
g e t. s r e f 1 e c t. e d i n t h e q u a 1 i t y o f p r o d u c t s a \\ d s e r v i c e s 
offered by an enterprise, 
The pr esent study hi gh1ighted the di mensi on of 
personnel policies and practicies of BHEL. The relevance of 
the study can be attributed to the facts that BHEL is one of 
the most significant public sector enterprises in India 
dealing in power sector. From the review of litrature it is 
clear that some researches have been conducted in the sphere 
of personnel m a n a g e m e n t . The present one is an addition to 
t h e s e e n d e a v o r s „ 
T h e p e r s o n n e 1, f u n c t i o n i n i t s b r a a d e r s p e c t u r m o f 
act i V i t i es i s r e1 ated to the pr o cu r e m e n t , deve1o pment, 
compensation, integration and maintenance of the personnel 
of an organisation for the purpose of contributing towards 
the accomplishment of that organization's major goals or 
o b j e c t i v e s . T h u s , the personnel management is concerned 
with the overall growth and welfare of the employees both as 
a group as well as individuals. The functions of personnel 
management have been broadly classcif:ied into two 
significant sigments vis managerial functions and operating 
function., Managerial functions comprise of planning, 
nrqanising, directing, co-ordinating and controlling. 
0 p e r a t i n g f u n c t i o n s rri a i n 1 y c o n s i s t o f p r o c u r e m e n t, 
development, compensation and maintenance. Besides, it also 
c 0 y a r s t h e d i f f e r e n t aspects a n d d i m e n s i o n s i n s t rate g i c 
P 3 a n n i n q , p e r f o r m i n g and d e v e 1 o p i n g , h u m a n b e i n g s . 0 ri t h e 
w h o 1 e t h e p e r s o n n e 1 m a n a g e m n e t e m p h a s i s e s u p o n a c o n t i n u o u s 
s e a r c |-i o f 1 :i m i 11 e s s i n t r i n s i c h u m £i n p o t e n t i a 1 s . 
The numerous objectives of personnel mangement are 
basically achieved through the different sub-systems and 
m p c I"1 a n i s i in s , s u c Yi a s , p e r f o r m a n c e a p p r a i s a 1 , p o t e n t i a 1 
a p p r a i s a 1 a n d d e v e 1 o p m e n t, feed b a c l< a n d p e r f o r n'l a n c e , 
c 0 a c h i n g , c a r e e r p 1 a n n i n g a n d d e v e 1 o p rn e n t, t r a i n i n g , j o b 
rot a t i 0 n , o r g a n i z a t i o n a 1 d e v e 1 o p m e n t (. 0 D ) , i- e s e a r c hi a n d 
d e v e l o p m e n t , r e w a r d s and i n c e n t i v e s , e m p l o y e e s c o u n s e l l i n g , 
e m p l o y e e s w e l f a r e and q u a l i t y of work life and h u m a n 
r & s 0 u r c e s i n s f o r m a t i o n s y s t e m (H R D ) . 
I v\ t h e r e c e n t p a s t, H R D a s o n e o f the rn o s t v i t a 1 
components of the personnel management, has gained a 
considerable significance both in developing and developed 
nations of the world. In developing countries, the need for 
HRD has been felt bath as a means as well as an end of the 
development. In India too, the need and importance of HRD 
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have become an important issue in both public as well as 
private sector ente r pr i ses ' s organizations,, Keeping in view 
the paramount importance of HRD way back in the year 1972 
the government, of India created a seperate ministry of HRD 
uT)d e r t i-i e c on 11" o 1 of f u 11 f 1 ed g ed cab i n e t in i n i s t e r . No w , 
both the public sector as well as private sectors are trying 
to infuse the concept of HRD in their organizational 
functioning for overall welfare of the employees as well as 
for enhancing labour product!vity, growth and development of 
t h e e n t e r p r i s e „ 
T h e c a s e s t u d y p r e sent e d i n c hi a p t e r s e c o n d ITI a n a g e m e n t 
p r a c t i c e s r e v e a l s that both the o r g a n i z a t i o n s n a m e l y OHGC 
and Tel CO a r e f u l f i l l i n g the o r g a n i z a t i o n a l o b j e c t i v e s and 
g 0 a1 e f f e c t i v e1y a n d p r o d u c t i v e 1 y , T h e s e t w o e n t e r p r i s e s y 
t h o u g h d i f f e r i n g in c o n t r o l and o w n e r s h i p , h a v e b e e n l a y i n g 
i n c r ea s e d em phas i s o n t ^i e o v e ra 11 g r o wt h and d e v e 1 o pme n t o f 
t. h e i r r e s p e c t- i v e p e r s o n ri e 1 m a n a g e m e n t d e p a r t m e n t s . 3 o i s t h e 
case with B H E L . It has been observed that this c o m p a n y h as 
a 1 s 0 li e e n f o 1 1 o w i n g a d y n a m i c |j e i-  s n n e 1 in a n a g e m e n t p o 1 i c y „ 
The physical as well as fi n a n c i a l r e s u l t s of the 
company are also e n c o u r a g i n g . The d i f f e r e n t p a r a m e t e r s 
a p p l i e d to a s s e s s the physical as well as f i n a n c i a l 
p e r f o r m a n c e of the company show e n c o u r a g i n g u p w a r d t r e n d s 
d u r i n g the period under refrence,, The c o m p a n y ' s g r o w t h in 
the s p h e r e s of the new product area, financial t u r n o v e r , 
export t u r n o v e r , P B I T , E B I T , P A T , payment of d i v i d e n d , 
retaind e a r n i n g s , net a s s e t , and net w o r t h has been 
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ctacular ach;i.sving growth of 24 per cent, IS.I per cent. 
-17 per cent. 60 per cent, H3 per cent, 149 per cent, 34 per 
cent, 189 per cent, 8 per cent and 29 per cent in 1995-96, 
over the previous year i.e., 1994-95 respectively,, Growth in 
earning per share and the net worth register 149 per cent 
and 60 per cent increase respectively during the period 
under review. In conimensu rate with the performance, the 
rornpany has enhanced the amount of dividend to the tune of 
EO per cent on the paid up capital of Rs. 2448 million in 
the year 1995-96, 
BHE! 's contribution towards Indian economy has been 
appreciable especially in the sectors like power, industry, 
R i'i D , t e c h n o 1 o g y , e ;•; p o r t p r o m o t i o n a n d h u m a n i- e s o u r c e s 
developmentu In these a r e a s , the company has to e n c o u n t e r 
M,'ith the global competitors such as A B B , G E C , A l s t h o m , MHI 
and R a l l s Rayee e t c . in the face of l i b e r a l i s a t i o n and 
g 10 b a 1 i 5 a t i o n o f I 'n d i a n e c o n o m y. 
B H E L h a s b e en a c t i v e 1 y e ;•; p 1 o r i n g bu s i n e s s p o s s i ta i 1 i t i e s 
:i n m a n y of the e m e r g i n g m a r k e t s e g m e n t s o f f e r i n g c u s t o m e r s a 
V a r i e t y o f o p t ions 1i k e a r r a n g i n g f i n an c i a1 pa c k a g e s o n a 
limited s c a l e , e q u i t y p a r t i c i p a t i o n , c o n s o r t i u m a p p r o v a l and 
joint venturs e t c . BHEL has also recently embarked upon a 
number of in house m e a s u r e s aiming at reduction in cycle 
time operational efficacy and p r o d u c t i v i t y , q u a l i t y 
:! m p r o v e m e n t s and becoming incresingly responsive to the 
changing and dynamic needs and requirements of the c u s t o m e r s 
p a r t i c u l a r l y to enhance its competitive edge,, The company 
15 a. 
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al50 foBtenng its overall business process techniques 
etc. BHEL has adopted the European quality model (EQM) of 
European foundation of quality management. 
The spectacular performance of BHEL in power sector has 
been made feasible on account of continued. prompt and 
efficient service for the manufacturing units and regional 
centres. Considerable emphasis is now accorded to 
renovation, uprating and quality service of the power 
plants. The industry sector business segment of BHEL 
covering transmission, transportation, defence and 
m e t a 11 u r g i c a 1 p 1 a n t e t c h a v e b e e n grow i n g s t e a d i 1 y a t t hi e 
rate of apprOKJmate 1y 20 per cent per annum over the spam of 
last five years. This segment of the business now 
represents about half of the company's turn over. However, 
funds const rants have crept in the form of lease or debt 
financing. Export activities of BHEL is quite appreciable. 
11 h a 3 iTi a d e i t s p r e s e n c e f e 11 i n t o t h e 0 m a n e s e , M a 1 a y s i a , 
Egypt and U.S.A. markets. Total export turn--over of BHEL, 
physical plans deemed accounted for Rs. 8420 million during 
•1995-96, 
R&D and technology advancement programmes of BHEL are 
of world standard. Its programmes particularly focusing on 
new products system development, product improvement import 
substitutions, cost reduction and commercialisation of 
products developed by in--house R&D resulted in a turn-over 
0 f R s, 4580„ M i11i 0 n i n 1995-96. 
There is no gainsaying the fact that in the wake of 
liberalisation and globalisation, the Indian economy has to 
face stiff competition in all its sectors-industry. power, 
R&D and HF^ D etc. BHEL is appearing to be all set to accept 
the challenges and changing needs of the market, 
(i 0 m e 51 i c a 11 y a n d g 1 o b a 11 y b o t h . 
B H E L is a cautious public sector o r g a n i z a t i o n to ac c o r d 
i n c r e a s i n g l y c o n s i d e r a b l e e m p h a s i s on the need to build up a 
strong and reliable m a n p o w e r base to conduct the t e c h n o l o g y 
b u s i n e s s of heavy electrical a p p l i a n c e s and machines., Man 
power r e s o u r c e s covers in its spectrum the personnel with 
mu 11 i d i 5 c i p 1 i n a r- y s k i l l , a p t i t u d e s h a v i n g t h e c a p a b i 1 i t y t o 
work with a high d e g r e e of p u r p o s e , m o t i v a t i o n , and self 
d i s c i p l i n e a l o n g w i t h the spark of c r e a t i v i t y and i n n o v a t i v e 
i n p u t s . 
PHEL.'s p e r s o n n e l manaigement p o l i c i e s and p r a c t i c e s a s 
r e g a r d s t h e r e c r u i t m e n t, p r o m o t i o n >• t r a n s f e r b e n e f i t s , 
t r a i n i n g and m a n a g e m e n t d e v e l o p m e n t , i n d u s t r i a l w e l f a r e and 
re l a t i o n s , pay and allowance festival advances awards and 
incentives etc are all in line with national economic policy 
and also meeting the global standards to a larger extent,. 
F'rom the foregoing d i s c u s s i o n s on BHEL's pessonnel polices 
and p r a c t i c e s , it emerges that the BHEL has been making all 
nut efforts and endeavour to ensure consistent and continual 
growth and dev e l o p m e n t of competent and capable m a n a g e r i a l 
pessonnel and also making the best use of both the human and 
m a t e r i a 1 r e s o u r c e s o f b u s i n e s s . 
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It is clear for the preceding chapters that the BHEL's 
schemes. policies and programmes as regards overall growth 
and development of pessonnel are dynamic and flexible in 
nature and are well designed, developed and suited to the 
changing needs of the organisation. The polices and 
practices being adopted by BHEL have been siutably changed, 
revised and upgraded from time to time to accommodate and 
assimilate the innovative changes taking place in the sphere 
of pessonnel management« 
11 c a n , t h e r G f o r e , b e h o p e d t h a t i n t h e 1 i b e r a 1 i s i n g 
and globalising Indian economy, BHEL. vjould be the torch 
hearer among all the indigenous (Public as well as private 
sectors) and global giants in the arena of power sector by 
t h e t u r n o f t h e c e n t u r y. 
.T t -.i s a 1 s o c ] e a r t h a t BHEL. i s ad h e r i n g t o t h e s t a n d a r d 
pe r s o n n e 1 po 1 i c i es and pi"ac t i ces in ac co rdan ce wi t h t he 
C.ompa!iy ' 5 Ac:t 19.56 and i t s s u b s e g u e n t amendmeti t s , B H E L ' s 
p e r s o n n e l p o l i c i e s and p r a c t i c i e s have a l s o b e e n s t r i c t l y in 
1 i n e w i t h t h e n a t i o n a 1 p e r s o n n e 1 p o 1 i c i e s i n g e n e r a 1 „ H e n c e , 
the f i r s t h y p o t h e s i s of the p r e s e n t s t u d y is t e s t e d 
posi t i v e l y > 
T h e i n f e r e n c e and d e d u c e m e n t e m e r g i n g out of the 
a n a l y t i c a l d i s c u s s i o n s p r e s e n t e d in c h a p t e r f o u r , r e v e a l 
that the BHEL'S pesonnel department is matured enough with 
all the requisite paraphernalia and trappings to make its 
personnel, (at all levels of organisation) dynamic 
competetive and skilled enough to contribute to the overall 
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growth and development of the organization in particular and 
national growth and development in general. 
Selection, recruitment and training in the company arB 
done on the bas:Js of rules and regulations of the company's 
Act 1956. The BHEL's personnel department has all the 
modern,. creative and innovative training systems and 
mechanisms, on the job as well as out side the job for its 
personnel at all levels of the organisation,, The promotion 
p01 i c i e5 0f the F:IHE:L ' s too are fiexi b 1 e enough to ove ra 11 
satisfaction to 'its employees,, The BHEL'S personnel 
d e p a r t m e n t h a s s a t i s f a c t o r y p r o v i s ion for i n c e ft t i v e s >• a w a r d s 
and r e w a r d s , t r a n s f er beTIef i ts , c a r s e r de ve 1 o p m e n t e t c .. 
EiHEL's p e r s o n n e l d e p a r t m e n t h a s e n o u g h p r o v i s i o n f o r 
festival advance, cycle advance, vehicle advance for its 
employees subject to the fullfillment of certain employment 
't e r m s a n d c o n d i t i o n s , 11 h a s a 1 s o b e e TI f u r t h e r o b s e r v e d 
that the BHEIL has been revising and upgrading pay scale and 
s a 1 a r y o f t h e e in p 1 o y e e s i n 1 i n e w i t h t h e n a t i o n a 1 p a 1 i c i e s . 
In the wake of liberalisation and globalisation of the 
Indian economy, many new players at national as well as 
international levels are actively entering into the power 
i^^ector. This will bring about cut throught competetion into 
this business., BHEL, as one of the giants public sector, 
holds monopoly in the power sectors business, BHEL, with 
its dynamic personnel department of global standard, would 
be a torch bearer among all the existing public, private and 
global enterprises in the arena of power sector to usher 
into the 21 century. Hence its can be concluded that the 
PHFl. is all capable and competent enough to surving and 
compete in the face of globalisation of Indian economy., 
Suggestions And Recommendations 
From the foregoing findings based on logical 
discussions, critical analysis and interpretations, the 
following suggestions seem to be appropriate to have beeri 
preferred for improvement in the personnel management of the 
organisation in general and the personnel management in BHEL 
'j n part i cular : -
I. n c u 1 c a t i n g t Y; e s p i r i t o f 1 o y a 11 y a n d a 11 e g i a n c e t o w a i- d s 
t h e org si n i z a t i o n . 
Creating and developing an over all atmosphere of 
awareness among the emp1oyees wi th regard to the ove ra11 
growth and development taking place in the sphere of 
Personnel Management including Human Resource Development 
(HRD) which is one of the most vital organs of the personnel 
management. 
Petting up of high powered personnel management 
committee at the corporate level to take stock of the 
overall development of the perssonnel management department 
and its sub-systam etc. 
The form and scope of the training advisory committee 
(TAG) should be enlarged rationally to cover all the areas 
of Human Resou. rce Development (HRD), 
There must be a system of proper co-ordination between 
two to appraise the overall progress as regards 
•^•^  
i m plementation of various d v e l o p m e n t a l m e a s u r e s u n d e r t a k e n 
from time to time either by TAC or HRD c o m m i t t e e s . 
As regards training system, it is wo r t h w h i l e to have a 
thorough and scientific screening of the em p l o y e e s at 
various levels of organisation., It should be made before 
making a final selection of a particular group of em p l o y e e s 
for g 0 i n g u n d e r t r a i n i n g p r o g r a m m e ,. 11 i s n e c e s s a r y t o 
ensure that the right kind of pessonnel are selected for a 
specific sort of training on the job as well as for off the 
.j 0 b t r a i n i n g p r o g r a ITI m e ,. I n t |-i i s c o n n e c t i o n , i t i s a d v i s a b 1 e 
t h a t t h e o r g a n i z a t i o n c a n e n g a g e t h e service s o f a 
specialised a g e n c y for providing a special kind of t r a i n i n g , 
i f n e ed ed . Tti i s sort o f t ra i n i n g s h ou 1 d be t i m e - h a u n d and 
ne e d - b a s e d . In globalising Indian economyj, such kind of 
need may ar ise to prepare the personnel good enough to be at 
par with the global standard in all spheres of functional 
areas of the o r g a n i z a t i o n . Well awe re and equipped personnel 
at every level of the o r qan i zat i on wi 11 be conf ident enougi'l 
to stand pari-passu in competition with the global 
n r g a n i 2 a t i o n ' s p e r s o n ti e 1 . 
F'^ -"" n e e d based training in the rapidly changing 
economic milieu in the wake of liberalisation and 
globalisation, it is of paramount significance that a 
serious research studies and survey should be conducted for 
Jdentification of training requirements, inventory of 
training resources and evaluation of training efforts. In 
regard, it is advisable that a sort of coordination thi' 
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between consultancy and research should be made as on-going 
and integral part of the training system. 
The advice of the consultancy and the results of the 
researches in OKploring the new. innovative and need based 
training system would facilitate in refining training in 
d e V e 1 o p i n q t h e r e q u i s i t e i n s i g h t s a n d c o n c e p t u a 1 s k i 11 s o F 
the training faculty.. 
It is also need of the day that from time to time 
s e m i n a r s , c o n f e r e n c e s , (national a n d i n t e r- n a t i o n a 1 b o t h ) , 
workshops and training courses should be organised by the 
organization to have the first hand informations regarding 
the latest development in the personnel management,. The 
o r gan i zat i on shou 1 d also ask a 11 its of f i c ia 1 e;•;e cut i ves who 
are heads and in-charge of that pessonnel departments to 
a. c t i V e 1 y t ak e pa r t i c i pa t i on i n these s em i n a rs an d 
r o n f e r e n c e s / w o r k s h o p s e t c . a n d i n t e r a c t w i t h t h e 
p a r t i c i p a t i n g a cade m i a / e x pert s a n d i n tell e c t u a 1 s „ 1" h e s e 
s. 0 r t s D f g a t h e r i n g w o u 1 d c o n t r i b u t e t o t h e u n d e r s t a n d i n g o f 
the p r a c t i c a l p r o b l e m s being e n c o u n t e r e d w i t h by the 
o r g a n i s a t i o n ' s p e r s o n n e l o f f i c i a l s and e x e c u t i v e s in 
i m p l e m e n t i n g the d e v e l o p m e n t a l p r o g r a m m s on a m a s s i v e s c a l e 
On the spot t r a i n i n g p r o g r a m m s Bfe also part and parcel for 
the p e r s o n n e l d e v e l o p m e n t . The pe r s o n n e l d e p a r t m e n t s h o u l d 
give special f o c u s on o n - t h e - s p o t - t r a i n i n g p r o g r a m m e s . 
T h e s e k i n d s of p r g r a m m e s should be o r g a n i s e d on v e r t i c a l 
i n t e g r a t i o n b a s i s and to the e>;tent f e a s i b l e , a p p r o p r i a t e 
c o m p u t e r aided g a d g e t s should be mad e u s e of I n t e r a c t i v e 
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sessions with the oprational personnel concerned as well as 
v:tonal office executives should be introduced. In this 
connection, the personnel department should lay emphasis on 
experimental learning as a teaching methodology. 
There should be an appropriate provision for task 
assignment/pa per presentation to individuals/groups of 
participants. Proper and amicable atmosphere should be 
created among the 11"ain ing par t i c i pants to f ac i 1 i tat e 
mean ingf u 1 in te rac t i on „ The r e mi.jst be a pr o v i s i on f o )'• 
i n t- r 0 d u c i n g s 11" u c t u red aw d u n s t r u c t u r e d r o 1 e p 1 a y s i n 
t r a i n i n g s e s s i o r; s . 
- T h e t r'aining pi"ograiTime sh(Ht 1 d be empfiat i ca 11 y or i e n t e d 
t o w o r d s p e r s o n a lit y d e v e 1 o p m e n t, in t e r •- p e r s o n a 1 
r e l a t i o n s h i p , c o n f i d e n c e - b u i l d i n g etc in o r d e r to e n s u r e ail 
r- o u n d s a t i s f a c t i o n . 
W e l f a r e m e a s u r e , w h i c h g e n e r a l l y c o m p r i s e s of m e d i c a l 
facilities, maternity-benefits, canteen facilities, 
education facilities along with incentives like scholarship 
for staff children, holidays homes, library facilities, 
seriously need overhauling to come up to the global 
standard„ 
Fmployee suggestion scheme is one of the novel schemes 
which needs to be popularised among the employees of BHEL „ 
Fffective participation by employees of BHEL. in such a 
scheme would inculcate a sense nf hpinnnin-, -rr^ 
..M.. II... („ UT ueionyi ng ^mong employ ess,, 
Transfer and promotional policies of BHEL should b 
periodically reviewed. Efforts sh 
je 
ould be made to incorprate 
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all flPKible provisions as regards transfer policy. This 
kind of attitude of the organization infuses ample 
confidence among the employees which have direct effect on 
their efficiency. In case of promotion, all kinds of 
rectitude, honesty and fairness should be adopted,, Adhocisrn 
and nepotism which are considered as one of the ills of the 
public sector enterpriss should be dispensed with to instill 
the feeling of equality among the equal rank of employees,, 
The promotion should be made purely on merit cum seniority 
hasi s „ BHEL.' s promot i on po 1 i cy in this r-egard i s sound 
enough but yet some more flexibility and dynamism is needed 
to make the promotional policy more rational in the face of 
globalisati on„ 
Trans paren cy in the reward aTid pun i shment systems 
contribute to the gratification of employees and dispels the 
f e e 113. n g o f o r g a n i z a t i o n a 1 b i a s a n d p r e j u d i c: e s „ B H E t...' s 
reward and punishment systems are sound enough,. However, 
more rational approach is needed by means of transparency 
a n d 0 p e n n e s s . I n s t i t u t i o n a 1 i s e d s y s I e m f o r c a 11 i n q 
periodical information;, completion of assigment by the 
employees timely with all fairness should be appreciated and 
appropriatly rewarded. Proper punishment to the erring 
employees should be quick as it serves as a deterent to 
o t \: ;•> r em p 1 o y e e s „ 
A l l o w a n c e s , a n d i n c e n t i v e s a r e t h e c a t a l y s t for 
productivity at all the levels of organisation, BHEL has 
been making provisions for different sorts of allowances,, 
H o w e v - - . rhanges and revisions are needed from time to txme 
to adjust to the inflationary prices and soaring cost of 
living. H o n e t a r y incentives as well as n o n - m o n e t a r y 
incentives are yet another instrumental factor which 
contribute towards higher productivity and e f f i c i e n c y . BHEL 
has been making enough provisions for m o n e t a r y as well as 
n o n - m o n e t a r y incentives in accordance with certain 
p a r a m e t e r s . H o w e v e r , a thorough upward revision and review 
is needed in view of the entry of global e n t e r p r i s e s in the 
J n d i a n e c o T"I n m y w i t h t h e a d v e n t o f n e w e c o n o m i c policy. 
Performance Appraisal System should be made in vogue in 
the sphere of personnel management,, This should be made the 
basis for promotion and career advancement,, In some of the 
Units of BHEL the appraisal system is a p p l i c a b l e to 
executives and officers card res only. Now the system must be 
made applicable to all categories and all levels of 
e m p l o y e e s . BHEL. has the appraisal system at higher l e v e l s . 
It is suggested that BHEL should adopt this system at all 
levels of organisation on sound footing so as to make the 
process of counselling, m o n i t o r i n g , se 1 f--de ve 1 opment and 
career-development more logical and r a t i o n a l . A p p r a i s a l 
reports should be made good use of by BHEL to strengthen the 
overall appraisal System D e v e l o p m e n t - oriented a p p r a i s a l s 
should be judiciously integrated with the entire Personnel 
M a n a g e m e n t system of the o r g a n i s a t i o n . The appraisal data so 
railed up should be utilised for promotional d e c i s i o n s , 
identification of staff training n e e d s , job p l a c e m e n t s 
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including even overseas postings, job enrichment and 
enlargement, talent spotting and career planning BHEL has 
been endeavouring in all these areas with strong HRD system 
taking cognizance of the global changes in Personnel 
Management in general and Human Resources Development in 
particular. However BHFL still needs to broaden the HRD base 
as per global standard. 
Integration between the performance planning and 
appraisal exercises has assumed ever greater significance in 
the wake of 1 ibral isat i on and globalisation., The 
organisation should clearly define the goals/key result 
a r e a s e v e f y y e a r t l"i r o u g h c o r p o r a t e g u i d e lines. T h e 
guidelines in this respect should be .accordingly 
unambiguously spelt out to the employees at the required 
h i e r a r c h i c a 1 1 e y e 1 s „ Th e s e e ;•; e r c i s e s wou 1 d \i e 1 p an d 
f a c :i 1 i t a t e s y s t e m a t i c a n d a p p r o p r i a t e c r y s t a 1 i s a t i o n o f 
individual job h o l d e r s ' key result a r e a s , key tasks and 
A c t i 0 n P1 a n . T h e s e e ;•; e r c i s e s a 1 s o f a c i 1 i t a t e d e v e 1 o p in e n t o f 
a proper M a n a g e m e n t job d e s c r i p t i o n (MJD) for each j o b role 
besides follow up exercises of Perf o r m a n c e R e v i e w and Job 
I m p r 0 V e m e n t P1 a n s . 
Pe r f o r m a n c e Appraisal acts as a d e v e l o p m e n t a l tool in 
bringing together the appraisal and reviewing a u t h o r i t i e s 
and counselling s k U l s . This process d i s p e l s the element of 
fear for the a p p r a i s e e creating conducive e n v i r o n m e n t 
freedom and proper balance betwee 
a c c o u n t a b i l i t y . 
ot 
n autonomy and 
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Performance Appraisal System also facilitates in 
refinements and make necessary modifications and 
improvements in consonance with the changes in the 
organisational structure, of BHFL should make utmost 
effeorts to adhere to all the dimensions of Performance 
Appraisal Systems, BHFL should strictly adopt a system of 
performance evaluation based on performance related factors 
] ini-::ed to tl-ie ove rall j obs pr-of i 1 es to ensu re a s c i ent i f i c 
system of -appraisal. 
C o iTi pu t e r c u 11 u r e a s a n a i d t o s p e c i a 1 i s e d t r a i. n i n g 
programme is the need of the day. Computer software packages-
have been developed for variety of innovative training 
pr0gi"ammes . Tlie personne 1 department shou 1 d str i ve to make 
available these packages to the employees at various levels 
of the organi7.at ion. These packsiges from abroad especially 
f r o m 11"! e d e v e 1 D p e d e c o n o m i e s s h o u ] d b e a r r a ti g e d t o k e e |:i 
a. b r e a s t w i t li t \i e i r t r a i n i n g m o d e 1 s , m e t h o d s a n d s y s t e m s „ 
A n o t h e r a s p e c t of computer culture is the use and 
u t i l i s a t i o n of computer by the e m p l o y e e of the o r g a n i s a t i o n 
for v a r i e t y of p u r p o s e s . In this regard, it is of u t m o s t 
n e c e s s i t y that the computer t r a i n i n g p r o g r a m m e should be 
given to the employees in accordance with the individual 
employees needs and requirements commensurating with the 
nature of jobs they perform. This sort of computer awareness 
and training to the officials. executives at different 
levels of the organization would bring about qualitative 
change not only in the employees modus operandi but also in 
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decision making, services and product etc. In this regard, 
it is necessary that new types of strategies and programmes 
should be evolved to cover merit-wise and preference-wise, 
different sections of the employees. The executives and 
administrators must be trained to make good use of Computer 
Pased Management Information System (CBMIS) to enhance and 
quicken the quality of their decisions. Accordingly, middle 
•J e V e 1 a n d b o 11 o m 1 e v e 1 e ITI p 1 o y e e s s i^i o u 1 d a 1 s o b e e ;•; p o s e d t o 
computer use. 
T |-i e r e :i s a n e e d a 1 s o t o s t r e a m 1 i n e t h e wage s a n d s a 1 a r y 
admins t rat i on of BHEI Tlie ru 1 e o f ]::•.aymen t s rnade in r es pe c t 
of g rat.u i t y and other r et i r emen t befief i t s to the emp 1 oyees 
should be appropriatly reframed to include positive 
J n c e n t i v e s t o t h e e m p1o y e e s of a 11 c a r res. 
T h e s e s u g g e s t i o n s a n d r e c o m m e n d a t i o n s a s m e n t i o n e d >. 
a b o v e if i m p l e m e n t e d by the pu b l i c s e c t o r e n t e r p r i s i s in 
g e n e r a l and B H E L in p a r t i c u l a r , w o u l d prove to be a b o o n in 
th e 0 V e r a11 d e v e l o p m e n t o f per s o n n e1 man a g e m e n t. 
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